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ABSTRACT
The negative effects of the COVID-19 pandemic have created a need for change in both
personal and professional lives; however, due to the abrupt newness of the virus, there
has been limited research. The purpose of this quantitative study is to examine
mindfulness (via FFMQ), work-life balance (via WLB survey) and potential stressors
among employees who have been affected by the COVID-19 global pandemic. An
exploratory analysis of how mindfulness and work-life balance has played a role in
employees’ adaptation to working during a pandemic will be conducted. An in-depth
literature analysis was conducted to examine the relationship between mindfulness and
WLB. This study participants (N = 505) completed an online survey via Survey
Monkey®. The participants were recruited using social media. The survey included a
demographic section, the FFMQ and WLB survey. After completing the collection
process, the data was analyzed using SPSS Data Editor 27.1.0 by using a series of
analysis including independent samples t-test, Pearson’s r, Shapiro Wilk test of
Normality, Levene’s test of equality, and a regression analysis. The findings showed
participants who worked remotely scored higher on WLB than onsite workers. FFMQ
scores were higher for remote workers verses workers on-site. Findings also showed as
FFMQ scores increase so to do WLB scores (r (503) = .482, p < .001). Moreover, in
general, participants who homeschooled during the pandemic scored higher FFMQ
scores. Finally, the data showed participants who worked remotely (verses worked onsite) and homeschooled have higher scores on WLB. Furthermore, this study looks at
potential proposals for initiatives within personal, professional and organizations to
increase mindfulness and WLB. When combing the data analysis, it becomes clear that
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mindfulness has an impact on work-life balance in working participants and participants
who homeschooled during the COVID-19 Pandemic. Theoretical limitations and
recommendations for future research are discussed for personal and professional lives as
well as organizational initiatives.
Keywords: Mindfulness, Work-Life Balance, Working Remotely, Homeschool, Covid-19
pandemic
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CHAPTER 1: INTRODUCTION TO THE STUDY
Introduction
The pressure to find a new work-life balance (WLB) has become abundantly clear as the
COVID-19 global pandemic has affected every individual in every country (Paniati, 2020;
Whitehead, 2020). Not only has it affected every person’s work situation, it has also affected
nearly every other aspect of everyone’s life. Thus, the need to take the two components of WLB,
work and life, and apply a new mindfulness to both so that there is a balance. The demand to
work remotely, homeschool children, and take health and safety precautions while trying to
maintain a small measure of normalcy with a dependence on technology, necessitates a new
standard of what we define as work and life (Garfin, 2020). With the vast number of overlapping
responsibilities one can hold, the new way of life demanded by the global pandemic has changed
everything from work location and, schooling mindset and schedules to, homelife situations and
church life settings (Whitehead, 2020). Current western research of the changes in education
throughout the world shows 6 of every ten workers are now working remotely, and 91% of
students are out of school or completing school remotely (COVID-19’s devastating impact on
children, 2020; Koetsier, 2020). Where does this leave parents who have to choose what is best
for their children? Where does this leave parents who, due to government mandates, need to
homeschool their children while maintaining their professional life?
In Proverbs 2:11 we are taught, “Discretion shall preserve thee, understanding shall keep
thee(King James Bible, 1769/2020, Proverbs 2:11).” Working and living and working and living
mindfully are two different approaches to work and life. It is the decision to mindfully work and
mindfully focus on life that is referred to in Proverbs 2:11. The constant threats of the COVID19 pandemic on the world have made people dependent on the government to initiate action for
health equity for all. Individual families have found themselves exercising their personal
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discretion and understanding in how best to adhere to the CDC (Center for Disease Control)
recommendations. This creates many unique individual and family practices. This tension
mindfulness in processing both how secular outlets portray guidelines and social pressure to
comply with them and how theological mentors guide individuals, families, and congregations
through this pandemic. Processing these sources of information will determine how an individual
meets their needs and wants during this health crisis. Along with a mindful approach to our faith
and recommendations from our government, researchers also note that there are self-imposed
pressures. Influences from the organizational culture and perceived workplace demands to
adhere to (Halverson-Ramos, 2016). This demand for new routines due to the COVID-19 has
created a need to redefine situational mindfulness so that individuals and families can find a new
work-life balance (Barber et al., 2019). Amidst the constant chaos of the global pandemic and the
pressures of consciousness of health equity (Dyer et al., 2018).
Background
Work-life Balance
There are several ways to define and measure work-life balance according to Sexton et al.
(2017), Shah (2017) and Fernandez et al. (2016). For this research, work-life balance will be
broken into two parts following Kelliher et al. (2018) Haar et al. (2018) Kalliath and Brough
(2008) and other current research. This definition provides a means to focusing in on a specific
population set during COVID-19 global pandemic. Kelliher et al. defined “work” as duties
performed for pay by a full-time employee with one employer. They define “life” as duties
performed by a participant with responsibilities to care for family. Haar et al. define WLB as a
“fit” between the two variables. Using Kalliath and Brough’s definition and considering Kelliher
et al.’s definition of work and life variables, the definition of work-life balance starts to form.
The variable “life” can be defined as family responsibilities and commitments. Thus, the
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definition of WLB for the purposes of this study becomes the participant’s balance of time and
energy between the responsibilities and commitments required by work life and family life
respectively.
The definitions researchers choose to adhere to for their specific research are slightly
different. The importance of having a work-life balance according to Dex and Bond (2016) and
Lee and Sirgy (2018) have “spill-over effects” into every role one plays in life (see Figure1). Lee
and Sirgy explicitly researched how role engagement in work and/or life leads to meeting the
demand of the roles which in turn leads to overall satisfaction, growth, development, and the
addition of potential new roles. Specifically, the spillover effects according to Feldtead and
Henseke (2017) can include impact on family, social, and interactional aspects. According to
Gangwisch (2004) there can also be an effect on education. El-Shafei et al. (2013) and Darcey et
al. (2012), bring up the area of sleep deprivation as an important factor of overall satisfaction in
work, overall quality of life and a general sense of well-being. While these personal benefits of
maintaining a work-life balance should not be minimized, Wood et al. (2020) brings to light the
benefits to organizations for employees who maintain a positive work-life balance. Grawitch et
al. note benefits such as higher retention levels and higher engagement. In addition to the
previous benefits mentioned Barber et al. (2019) study showed an increased productivity, overall
work satisfaction and employee recovery, and reduced conflict.
According to Barber et al. (2019), showed there are some variables that can negatively
impact work-life balance. Their research concluded that the invisible “telepressure,” or the
instant thought, need, or urge to respond to messages, has a negative effect on satisfaction in
work-life balance and is also directly related to work-life conflict. Further research such as
Zheng et al. (2016) shows that there can be tension when organizations try to implement plans to
help employees with finding a higher work-life balance especially when these plans incorporate
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organizational culture and changes together (Wells, 2019). Research from Amazue and Onyishi
(2016) shows organizations which practiced mindfulness to the individual worker’s needs, such
as support, helped to increase work-life balance. In addition to Amazue et al. (2008) bring out an
important issue of the theoretical and practical application of work-life balance as an individual
concept and argues for a deeper perspective from both the employee and the employer.
Work-life Balance and Mindfulness
There is an abundance of current empirical research such as Karlin (2018) who notes the
need for support for emotional intelligence and mindfulness. Shakir et al. (2017) supports Karlin
research observing mindfulness interventions for the workplace. Just as with work-life balance,
there are several ways to measure and define mindfulness (Walach et al., 2006).
Contemporary research shows that there is a direct connection between mindfulness and
work-life balance (de Vibe et al., 2018). More precisely, the research defines this connection as
an increase in overall well-being, reduced emotional reactivity, and elevated self-insight
(Halverson-Ramos, 2016). Author Halverson-Ramos also specifically identifies benefits of
mindfulness as greater focus, improved working memory, higher cognitive flexibility, and a
decrease in stress. It is in reference to these listed benefits research shows a “problem focus” on
goals is essential for finding the work-life balance through mindfulness (Laurie & Blandford,
2016). When looking at current and past research, there is not a substantial amount of attention
on work-life balance and the global pandemic. The most relevant research published by authors
Visder et al. (2016) Blanchard (2012), and Ganiyu et al. (2020) is on mindfulness and work-life
balance in high-stress situations such as the police force, war zones, medical workers in the
Peace Corps, humanitarian workers, among medical workers in hospital emergency departments.
Mindfulness and work-life balance connect through psychological stressors (Michael et
al., 2019; Sirgy & Lee, 2015; Sirgy & Lee, 2017; Song, 2020). Other researchers such as
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Panisoara et al. (2019) and Michel et al. show a direct link between mindfulness and work-life
balance, and it is this relationship which can increase overall work-life satisfaction. Some
researchers define these link innate habits, naturally occurring coping strategies or learned
coping strategies which can be learned in both our professional and personal lives (Amazue &
Onyishi, 2016).
Research from Kiburz et al. (2017) suggest there is a constant struggle for people with
family responsibilities to find a true work-life balance. Their research also shows how an
understanding of the individual’s perspective on incorporating a knowledge mindfulness into
their personal work-life balance can reduce conflict. Jon Kabat-Zinn, a renowned expert in
mindfulness, defines mindfulness as having a focus on the present moment without judgements
(Firestone, 2013). Andrahennadi (2019) defines mindfulness as personal introspection.
Andrahennadi also notes that personal introspection should include Dalai et al.’s (2018) four
foundations of mindfulness: body, feelings, mind, and mental events. Michel et al. (2014) note
similarities to Andrahennadi’s research, highlighting the employees’ desires to maintain
cognitions, emotions, satisfaction, and job productivity while coping with the new situation.
However, due to the newness of the global pandemic, it is unclear what strategies, innate
or learned, employees are using to find their new work-life balance and the impact of
mindfulness on the changes that the global pandemic inevitable brings to our work and lives
(Mindfulness and Challenges of working from Home in Times of Crisis, 2020; Song, 2020). Dr.
Martin Luther King Jr. once said, “Nothing in this world is more dangerous than sincere
ignorance and conscientious stupidity (Browne, 1990).” Information is relentlessly flowing in
from the CDC like the article SARS-CoV-2 (2020), Governors, and the President of the United
States individual perceptions of the COVID-19 global pandemic evolve as the influx of
information is being processed. Sismondo (2020), Rogowska et al. (2020) research leads to the
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question where does the individual draw the line between processing the information and
allowing it to affect their work and personal lives?
Recent research shows that there are many adults who have not heard of mindfulness as
well as many who struggle to define it (Karlin, 2018). In this period when nearly everyone has
experienced a disruption to work-life fit and balance, mindfulness of responsibilities to both
work and personal lives can help guide workers especially those working remotely while
balancing new educational responsibilities associated with remote working (Song, 2020). Just as
we have faith that Christ will lead us to eternal salvation through life’s manuscript which he
provided in his teachings, so too must we approach the world with mindfulness, seeking out
proper information so we can live a full, safe-guarded but purposeful life as we find our worklife balance. It is through the psychological stressors of secular and spiritual life where work-life
balance and mindfulness begin to connect (Silva et al., 2017; Song, 2020). The Book of Job
shows how pressures from outside forces can potentially affect us, but, just like Job, we must be
true to ourselves and practice our faith (King James Bible, 1769/2020, Job). This means while
managing our earthly responsibilities given to us by our Lord, we must consistently work and
maintain both our family lives and spiritual health. It is in trying to meet these responsibilities
that we are driven to find our new work-life balance through mindfulness.
The Australian Institute of Business (2015) notes there are three positive consequences of
a work-life balance. First, the chance of burnout is decreased. Second, focus is increased. Finally,
stress is decreased. In the article, “Benefits of Mindfulness,” the author notes over and over the
number one benefit for participants who initiate mindfulness practices was a reduction in stress
(Benefits of Mindfulness, 2015). Researchers Caponnetto et al. (2018) showed the importance of
stress management education in high stress jobs. This education can include mindfulness
teaching as well as clarification about how mindfulness and work-life balance are interrelated.
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For purposes of this research, WLB will be defined as the mindfulness the participants use as a
premeditative measure including attentive behaviors which lead to balance of time and energy
between work life and family life responsibilities and commitments.
Problem Statement
Like previously mentioned, research shows that in highly stressful workplace settings,
such as in the Peace Corps, in emergency rooms, or during times of active military combat, stress
management education helps employees maintain work-life balance within the workplace, which
implies that the education leads to an understanding of mindfulness. Current research also shows
a connection between mindfulness and WLB which can have such benefits as greater overall
well-being, reduced emotional stress, elevated focus on both self and work, and overall positive
job satisfaction and job performance (Creswell, 2017; de Vibe et al., 2018; Halverson-Ramos,
2016).
The current COVID-19 global pandemic created a response and reaction from the
workforce which has generated a new way to work. Current research has looked at the intense
and stressful situations employees can face, but current researchers have not explored employees
who aim to maintain a level of normalcy (or what was once the employee’s normal routine)
during a global pandemic (Mindfulness and the Challenges of Working from Home in Times of
Crisis, 2020). This pandemic provides an additional dimension to workplace stress which has not
been researched in our lifetime. A lack of an understanding of how WLB and mindfulness are
incorporated into the lives of employees and subsequently disrupted by local, state, and federal
responses to the pandemic leaves room for further research. This is the essence of this research:
to observe how employees have reacted, responded, and continue to react and respond to the
COVID-19 global pandemic. According to MacIntyre et al. (2020) mindfulness has been one
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stress management technique that has shown great success in helping to moderate stress in high
stress workforces.
Proverbs 15:14 reads, “The discerning heart seeks knowledge, for the ears of the wise
seek it out (King James Bible, 1769/2020, Proverbs 15-14).” This scripture radiates God’s love
for our increase of knowledge during our earthly existence. It is important not only to continue
our spiritual progression but to also continue to be learned, open to new knowledge, and seeking
out knowledge. Practically, this research will open the door to the insight needed for future
global pandemic situations which cause disruption in the workplace and family life. By better
understanding how employees are reacting and responding to the current global pandemic, this
research will allow for organizations and leaders both professionally and personally to initiate
measures, courses of action, procedures, and new standards more efficiently and effectively to
help employees find a new work-life balance. It can also lead to new preparatory mandates
relevant to professional and personal lives to help decrease the panic and emotional response
seen during the COVID-19 global pandemic. This research also has the potential to lead to more
supportive measures to help workers shift to a home setting. The implications of not studying
employees in this current state in the global pandemic leaves an opening for possible preventive
measures which cannot be filled or quantified otherwise. By studying the employees’
mindfulness and work-life balance perception during a global pandemic, this study will generate
a better comprehension of how the current workforce is reacting and responding. This research
seeks to bridge the gap in the understanding of the impact on mindfulness and work-life balance
on employees during the COVID-19 global pandemic.
Purpose of the Study
The purpose of this quantitative study is to examine mindfulness, work-life balance and
potential stressors among employees who have been affected by the COVID-19 global
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pandemic. An exploratory analysis of how mindfulness and work-life balance has played a role
in employees’ adaptation to working during a pandemic will be conducted.
Research Questions and Hypotheses
Research Questions
RQ1: What is the difference in self-reported work-life balance, as measured by the WLB
survey, between participants who work remotely and work on-site?
RQ2: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants who work remotely and work on-site?
RQ3: What is the relationship between FFMQ and WLB?
RQ4: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants working remotely and homeschooling their children?
RQ5: What is the difference in self-reported mindfulness, as measured by the WLB
survey, between participants working remotely and homeschooling their children?
Hypothesis
Hypothesis 1: Participants who have changed to remote working have a higher WLB
score than participants who have continued to work on-site.
H01: Participants who have changed to remote working will have the same WLB score
than participants who have continued to work on-site.
Hypothesis 2: Participants who have changed to remote working have a higher FFMQ
score than participants who have continued to work onsite.
H02: Participants who have changed to remote working have the same FFMQ
score than participants who have continued to work onsite.
Hypothesis 3
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Hypothesis 3 Alternative There is a positive relationship between FFMQ and
WLB scores.
H03: There is no relationship between participants scores on FFMQ and scores on WLB.
Hypothesis 4
Hypothesis 4: Participants who report working remotely and educating their
children at home due to COVID-19 will have the highest scores of FFMQ.
H04: Participants who report working remote and educating their children in
home due to COVID-19, have no relationship with FFMQ.
Hypothesis 5
Hypothesis 5: Participants who report working remotely and educating their
children in home due to COVID-19 will have lower scores of WLB than all other groups.
H05: There are no differences in the groups for WLB.
Assumptions and Limitations of the Study
Limitations
As with all research, there are some anticipated limitations. First and foremost, the
participants’ understanding of themselves (introspection) might not be acute enough to provide
reliable data. Due to the study use of self-report to gather data, the assessment measures can be
skewed by common method bias. A basic limitation is the participant not understanding the
question being asked which can decrease the true value of the data. Finally, the generalizability
of the study across cultures is limited by the participants’ identities as employees in North
America.
There are some limitations noted by current research that are possibly applicable to this
research construct. One particular constraint noted by Amazue and Onyishi (2015) is the
limitation due to the possibility that the participants have a higher-than-average educations due
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to their job positions. This limitation includes an assumption that participants who have been
able to transition remotely hold positions which require an educational background. Qui and
Rooney (2016) noted in their research that a classic limitation is when organizations who try to
implement mindfulness but, the initiatives become too vague to convey the true meaning of
mindfulness practices. In addition to these two authors, Kalliath and Brough (2008) brought to
light the challenges of finding a universal definition of work-life balance. Dex and Bond (2016)
noted that some of the WLB assessments only apply to participants with children which implies
a huge limitation. Each of these limitations and challenges are inevitable but, using past and
current research limitations and challenges can help decrease the challenges and limitations of
this study.
Assumptions
There are many elements to the research which can be assumed. One of the most obvious
assumptions is that participants may not be completely honest. Participants could also
demonstrate bias in their answers. In addition, if a participant has already taken the mindfulness
assessment or work-life balance assessment, they may answer according to their perception of
the socially desirable results. Another assumption is that the participant may believe the
researcher wants a particular answer and give that rather than answer honestly. Due to the
COVID-19 pandemic there may also be difficulty reaching out to participants as they will need
to have internet access and time to devote to the survey.
Delimitations
The study is limited to working participants in the United States of America who have
dependents.
Definition of Terms
The following is a list of definitions of terms that are used in this study.
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Balance – an even distribution of the two parts (Winkler, 2010).
Discipline – a person’s consistency in code of conduct, behavior, and obedience (Moore, 2020).
Elements of Balance – behaviors and attitudes found in daily life which can lead to balance
(Kalliath & Broughm 2008).
Employment – part-time to full-time work where one is paid (Dex & Bond, 2016)
Homeschooling –a situation where school occurs at home, with the potential for assistance from
a public or private institution (MacIntyre et al., 2020).
Job Performance – the ability for one to complete one’s assigned duties in a work enviroment
(Lee & Duffy, 2019).
Life – a person’s family, social and educational aspects of life including dependents (Lee &
Sirgy, 2018).
Mindfulness – a keen awareness of life’s purpose in a secular and theological sense (Silva et al.,
2017; Song, 2020).
On-site Work–working within the facility the employer has provided (Wells, 2019).
Perseverance – maintaining work and life despite success or failure (Schlegel, 2017).
Spirituality – an individual’s religious beliefs and behaviors undertaken on the basis of said
beliefs (Mathur et al., 2018).
Worker– a person who is working in a situation to earn money (Dex & Bond, 2016).
Work Conflict – tension between employees and tasks given and or between employees and coworkers (Wynn, 2020).
Work-life Balance – the balance between ones professional and personal world (Lee & Sirgy,
2018)
Work Stressors – any strain or tension caused by the workplace (Wynn, 2020)
Significance of the Study
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Mindfully making decisions throughout the workday and mindfully making decisions
regarding personal responsibility toward life is an evolving everyday task. Some tasks are our
conditioned reactions to our surroundings, as thoughtless as breathing. Others take planning and
forethought, and it is in these actions that where there is potential to affect our overall WLB.
First, one must recognize the importance of WLB as part of achieving the satisfaction component
of the definition of individual success. Once the concept of work-life balance is seen as
necessary, the next step is to research it. Studying WLB, especially during a pandemic, will
allow for a greater understanding of causation, giving us data depicting how a pandemic can
affect work-life balance and leading to further implications of how to mediate, remedy and plan
for possible future situations which could cause uncontrollable changes to work and life.
This research has the potential to further current research and set the path for future
research. Since research related to the COVID-19 pandemic is limited due to the recent nature of
the situation, it is not an ending place with research; it is a beginning and can be used to facilitate
further research during this pandemic. This research could give a further perspective on an old
idea (work-life balance and mindfulness) with the additional viewpoint of the present global
pandemic. This research can be applied to the organizational market from an executive viewpoint
to show how best to react to another situation like the COVID-19 global pandemic as well as to
any high stress situations like those found in hospitals, the Peace Corps, and the military (Visder
et al., 2016). More importantly, it can feasibly provide preventative measures for future leaders
of organizations, thus allowing for smoother transitions during another pandemic or similar
situation.
Summary
As life is ever evolving, so too are the responsibilities an individual may have and how
they prioritize these responsibilities. Finding the balance between personal pressure, peer
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pressure, outside pressures and expectations we place on ourselves for our needs and wants will
help to define the balance we seek in life. Each part of the equation (work+life+balance= WLB)
and finding a balance for work and a balance for life is the critical catalyst to finding the overall
balance leading to WLB.
The COVID-19 global pandemic has accelerated this evolution in research. With this
natural evolution, there needs to be constant research to help the industrial organizational world
gather data and gain a more appropriate understanding of what is going on from an employee’s
point of view. By engaging in a study of mindfulness and work-life balance, we seek to glimpse
the inner thought process of full-time workers with dependents. Current and future research
could use the findings of this study as a steppingstone to generate further research questions and
data, helping to jump-start other organizations when another pandemic happens. This research
into how employees have adapted to the new workplace environment through mindfulness and
seeking work-life balance is not new, but it can be a starting point for assessing the new practices
and initiatives COVID-19 has forced employers to implement on the workplace. Maintaining
mindfulness and WLB is a continual process as an employee’s definition of mindfulness, work,
life, and balance constantly change, underlining the need for new and updated research.
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CHAPTER 2: LITERATURE REVIEW
Overview
The international health crisis created by the rise of the COVID-19 pandemic has
transformed the definition of a normal work/school day. As quickly as research is being
published about the COVID-19 pandemic, it is becoming obsolete due to the how rapidly the
situation is evolving on global, economic, social, and personal/professional levels. This research
focuses on the importance of mindfulness to finding a new WLB during the pandemic as a way
to maintain a way of life and one’s work life while complying with the constant changing
regulations from the WHO, CDC and from federal, state, and local governments. More
importantly this research incorporates a Biblical world view showing, as stated in Luke 12:22-34
“God will provide for you. Don’t worry (New International Version, 2020, Luke 12:22-34).”
Although the world is being ravaged by the COVID-19 pandemic, there are still everyday
miracles that show us God is providing for us by using his saints to do his much-needed work.
This includes volunteering in and supplying food pantries and participating in worldwide
humanitarian aid initiatives, such as the H.O.P.E program, which helps families in need of rental
assistance during times of economic hardship. Some religions like the Church of Jesus Christ of
Latter-Day Saints, have for decades taught the importance of food preparation and having
financial reserves for hard times. Other organizations stock, maintain, and distribute goods from
food pantries that are providing for the needy. At these food pantries, those who are prepared
share so that the ones in need can have food and supplies. Deuteronomy 10:21 reads, “He is the
one you praise; he is your God, who performed for you those great and awesome wonders you
saw with your own eyes (King James Bible, 1769/2020, Deuteronomy 10:21).” These wonders
we see are God working through His saints so His goals and aspirations can be obtained as a way
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to help our world heal in righteousness and recover from the consequences of the COVID-19
pandemic.
This analysis of scholarly research on the pandemic from February 2020 to November
2021 published, scholarly research on WLB over the past five years is used to show the impact
of the COVID-19 pandemic and the importance of WLB in the everyday working professional
and personal lives of the participants. This review will include the study of past global crisis that
have impacted daily lives, economies, and work situations as well as, the limitations, stressors,
and side effects of previous pandemics such as the 1918 influenza pandemic, the 2014-2016
West Africa Ebola outbreak, and the SARS-CoV outbreak. There are lessons to be learned by
studying the past effects of pandemics to see how we can better handle the current pandemic in
both our personal and professional lives.
Description of Search Strategy
A literature search strategy was conducted using the online Jerry Falwell Library offered
by Liberty University which yielded results from Wiley Online Library, Emerald Insight,
JSTOR, ProQuest and EBSCO. Additional sources including both Google Scholar and Web of
Science were also used to find a generalized list of key terms to initiate the search process, as
well as to look up current guidelines, strategies and procedures issued by WHO and local
governments throughout the United States. The key terms used to find relevant sources were
“COVID-19,” “pandemic,” “work stressors,” “work-life balance,” “work,” “life,” “balance,”
“spirituality,” “religiosity” “ mindfulness,” “COVID-19 pandemic, ”and “work conflict”. To
clarify the search terms, some delimitations were used in the literature search such as using the
word “not,” truncation and selection of publications from the “past five years” to narrow down
the search further and focus on recent peer reviewed journals and scholarly publications. To
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investigate current authors who wrote about their perception, knowledge, and experience of
WLB, a review of recent published books was conducted.
The Biblical research started with looking up similar key words in the Bible Index for
scripture references as well as reading text from Gospel Principles (2009), A Holy Tradition of
Working (Gill, 1983), and Leading a Life of Balance (Meberg, 2017).
Review of Literature
Pre/Post COVID-19, WLB and Mindfulness
When COVID-19 emerged it was not clear what it was or how it would affect daily life.
However, many researchers such as Qian and Fan (2020), began studies on the impact of
COVID-19 in April of 2020. Beginning April of 2020 and continuing up to March 2021, the
COVID-19 pandemic and resulting orders from federal, state, and local governments have
required employees to not work, parents to shelter in place, and students to switch to online
learning (Staying Ahead of the Curve, 2021). Not only has this pandemic affected personal and
professional lives, but it has also devastated the world economy (Buğra et al., 2020). This is
evident through the worldwide shortages of commodities and manufactured goods. In the United
States, there have been toilet paper shortages, coin shortages, and waves of general food shortage
sometimes contributed to transportation issues from the food companies. However, this is not
just a problem for the Western world. Third-world countries, which were suffering before are
now in an even more serious predicament with the indiscriminate restrictions the COVID-19
pandemic is imposing on them (Center for Disease Control, 2020). The CDC online portal offers
current information about these restrictions. Figure 2, from the CDC, illustrates the observed
daily cases for the United States. There are spikes and, more notably, the steep decline in overall
cases. These numbers and clear facts from a reputable source such as the CDC brings insight
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about the importance of being mindful about both the personal and professional aspects of the
pandemic.
Figure 2
7-Day Moving Average Trend in COVID-19 Cases in the United States

Note: Retrieved from Center for Disease Control, 2021.
As we walk the path COVID-19 is carving out for us in our daily lives, our new balance
for work and our new balance for our lives demand us to be mindful of all the known and
unknown variables. These variables include the ability of a steady income, changes to normal
routine as a result of restrictions put in place by Governors and federal advisors and the
expectations, we have for ourselves and our environment during this time.
Recently, there has been a new COVID-19 vaccine initiative. While some may have
received the vaccine, others are on a waiting list 10,000 people long (Polk County, 2021). Recent
studies show the importance of empirical research of COVID-19 (Sismondo, 2020). Sismondo
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states that it is imperative that scientists step up and study the state of the world so that we can
learn from our history. If we look at the history of polio in the United States, a disease which had
the potential to cripple or even kill, we can see parallels with our current enviroment. At the
time, Dr. Jonas Salk produced a vaccine which essentially eradicated polio and his vaccine still
has an impact on today’s society (Swingle, 2018). Each aspect of the COVID-19 pandemic is an
opportunity for learning.
Like Sismondo (2020) offers insight on the importance of studying the consequences of
COVID-19, this study offers insight into the challenges faced by employees in both their
professional and personal lives. Paniati (2020), in an article regarding the toll of COVID-19 on
the Western world notes that as researchers are publishing works on COVID-19, the situation the
world is in is evolving past those works. This study hopes to be a steppingstone for future
research. This study may be inconsequential on a grand scale, but it provides a means for key
findings which can help to guide future researchers.
COVID-19 Pandemic Human Toll
Personal Toll
Despite the pressure to continue our lives as usual, the COVID-19 pandemic has
reconstructed what we once called our normal routine. Where it was once normal to go to the
grocery store with your family, it is now encouraged to send only one family member. That
family member needs to wear a mask and be mindful about touching only those things that they
are going to purchase while walking up and down the aisles in the direction indicated by markers
on the floor. There are also the guidelines to stay 6 feet apart although the when the aisles are
only four feet wide. This might mean patiently waiting for the shopper in front of you to move
on (CDC, 2020). Another fact to consider is that panicked shoppers are purchasing more than
they need so basic items such as toilet paper and soap are constantly out of stock.
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One idea Paniati (2020) highlights is the isolation the COVID-19 pandemic has brought
to individuals, families, and workers on a personal level. Since the beginning of the pandemic,
22.1% of people screened positive for depression and 27.7% of people screened positive for
depression or general anxiety (Hayland et al., 2020). The CDC also has an article stating that the
depression, anxiety, and suicide rates have increased since the outbreak of the virus (CDC,
2020).
This feeling of isolation is related to the number of deaths which have also been
attributed to COVID-19. Losing a person close to you, whether a spouse, sibling, or friend can
also increase the feelings of isolation. Kato et al. (2020) note that the isolation COVID-19 has
enforced on all of us can be a detriment to our mental health. All in all, COVID-19 has changed
every aspect of our lives, in both our professional and personal environments.
Professional Toll
Not only are there the guidelines that affect us on a physical level, such as wearing a
mask, but there is also a serious mental toll of living through the COVID-19 pandemic. For
workers who care for dependents, the stress of remaining employed is ever changing as some
companies have a “business as usual” motto and others embrace the need to change. For
example, some workplace guidelines include staying 6 feet apart (Koetsier, 2020). Other changes
include decreases in the workforce, loss of benefits, relocation and many more. So, how does one
continue to work effectively under this pressure of the unknown? It is through mindfully seeking
a WLB that an employee can continue to work and allow the current lived pandemic to have as
little effect on their productivity as possible. As stated, current research shows that for every 10
workers, 6 are now working remotely and, 91% of students are out of school or participating in
school remotely (COVID-19’s devastating impact on children, 2020; Koetsier, 2020). This
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information provides a starting point from which organizations can mindfully prepare for the
future if these statistics continue to rise.
Mindfulness Toll
You can find survivalist groups who are very mindful of the idea that our lives can be
uprooted at any given moment by something like the COVID-19 virus (CDC, 2020). Being
prepared for any environmental, social, or economic change has now become more important to
many who have been impacted by the changes brought by the COVID-19 pandemic. Tucker
(2020) notes that history shows a pattern of the need for emergency preparedness for geological
disasters, manmade disasters, diseases, and illnesses that have spread across the world. Each of
these causes a situation not unlike the COVID-19 pandemic which demonstrates the need to
study the large and small effects of disasters that can uproot normal situations of daily living.
Some religious organizations teach emergency preparedness. Being mindful of
emergencies and what would be needed if normal channels for acquiring goods were no longer
accessible is as important to physical health as savings are to guaranteeing your financial future.
The mindfulness of planned behavior in being prepared for a disaster can alleviate a lot of undue
stress. Preparing mindfully for potential disasters can include having a water source, stockpiling
proper amounts of food per person in household, and gaining an education that allows one to be
self-sufficient (Campbell et al. 2019).
Economic Toll
The current pandemic has taken a toll on employees’ personal and professional lives.
COVID-19 has also taken a toll on economies, both large and small. For example, the cost of
adhering to state government mandates, like providing masks, extra cleaning, and sanitation
supplies, and holding group activities outdoors or imposing isolation indoors, is steep. The N95
face mask, which was recommended by the CDC before the pandemic, cost pennies on the dollar
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compared to the 582% markup that arrived two months into the pandemic, as noted by Palmer
(2020). She also noted that the cost of hazmat suits has increased 13% since the beginning of the
pandemic
The economic toll not only comes from the cost of provisions needed but also the
incomes necessary for families to survive. The income that once provided for a family’s basic
needs and wants has had to be adjusted due to the additional COVID-19 pandemic provisions
needed, including items like masks. It is not just families who are affected but also entire
national economies. The COVID-19 pandemic has also affected the rate at which people are
donating to charity, which has had a negative impact on those who receive assistance from food
banks or other assistance programs. Quian and Fan’s (2020) discussion of the effects of the
COVID-19 outbreak indicate that the pandemic has altered every aspect of our society.
Societal Toll
Our society can be described from the individual level to a level considering all the sums
of the parts or the whole. Considering the parts of the whole that Quian and Fan (2020) describe
in their research, they noted the greatest change in individual income. They described another
important finding in their research as the “great equalizer,” that is, that the economic slip
precipitated by the COVID-19 pandemic affected almost everyone equally, as it is a nondiscriminating infectious disease. Their results show that the post-COVID recovery was eased
with employees who have elevated education, economic status, income, and state-sector
employment, among a few other things (Quian & Fan, 2020). Their study concluded that
COVID-19 may have amplified what they defined as “social distribution” because of one’s
ability to recover faster from the pandemic’s effects
The stress that a worldwide pandemic can cause brings a new meaning to what we once
defined as work-life balance (Inayat, 2020). The COVID-19 pandemic has pushed work-life
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balance into the limelight, and it has become necessary for everyone to find their new balance
between work and life. The past has shown us that there is hope during the pandemic. Through
history we can see how people came together and endured pandemics when technology was not
as prevalent, such as during the Gulf War, the 1918 influenza pandemic, the 2014-2016 West
Africa Ebola outbreak, the SARS-CoV outbreak, and the terrorist attacks on various sites in the
United States on September 11, 2001. By better understanding our history, this can be applied in
many ways especially in our personal and professional lives.
Work park of WLB
Determinates of the Work Variable
There are many definitions of work. There are even many ways to label work: Part-time
employment, full-time employment, rigid employment, flexible employment, self-employment,
and telecommuting are just a few types of work. Then there is the clear definition of work as
defined by the Merriam-Webster dictionary: “to function or operate according to plan or design.”
Work in the context of physics is defined by in the Britannica as “force causing movement.”
There are many current researchers who define work with a focus on the professional
atmosphere. Other researchers such as Musil and Jaklova (2020) included individual, social, and
organizational views. Scheele (2005) notes in his research that the definition is continually
impacted by both the kind of work as well as the work environment. For the purposes of this
research the definition of work is derived from Kalliath and Brough (2008) as well as Kelliher et
al. (2018) meaning “professional responsibilities and commitments in the workplace”.
Flexible Working Needs During COVID
Chung and Lippe (2018) noted in their article two years before the COVID-19 pandemic
that employees desired to have more flexible work hours and the opportunities to work from
home. Fast forward two years and the very practice Chung and Lippe reported in their article has
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been imposed on the majority of workers across the world. With 6 in ten workers now
telecommunicating or working from a nontraditional work office, having an agile mindset as an
employee is necessary for success in the workplace (CDC, 2020). When being introduced to a
flexible work environment, it is important to be mindful about maintaining a new WLB with
professional and personal goals. There are many benefits to a more flexible work situation. In
order to take advantage of the benefits of having a flexible work situation, one must prioritize
WLB and focus on maintaining personal and professional goals with a new agile mindset.
With the vast number of regulations imposed on employees during COVID-19 pandemic
by federal, state, and local government, local businesses, employers and personal and family
regulations, the expectations for employees have changed. The COVID-19 pandemic has
required 6 out of ten employees to be more flexible and discover a new sense of normalcy (CDC,
2020). A new agile mindset is what will lead an employee through the steps to achieving their
workplace goals no matter the situation required by their employer. As the COVID-19 pandemic
evolves and progresses, articles are constantly being published and developing just as during past
crises such as the 1918 influenza pandemic, the 2014-2016 West Africa Ebola outbreak, and
SARS-CoV outbreak.
Flexible Working Benefits (Chung & Lippe, 2020)
•

Higher rates of WLB

•

More perceived control for employees

•

Decrease work and family conflict

•

Increase multitasking skills

Work Over Life?
O’Leary and Hilton’s (2020) research show how many leaders chose to accept or decline
high leadership positions due to their individual perception of WLB. They describe WLB as a
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real-life teeter-totter in which everyone has their own definition of balance. O’Leary and Hilton’s
research also states that each person’s definition of WLB can look different day-to-day as they
prioritize significant responsibilities of the teeter-totter in order to achieve the balance needed.
Thus, one day they choose work over life, but they might choose life over work another day due
to different responsibilities or circumstances.
Personal Responsibility
As individuals we each have our own definition of work on a personal, ethical, moral,
and professional level. Personal work initiatives, as Frese and Fay (2001) define them, are a
realm of proactive behaviors which help one to overcome barriers to achieving a goal, innovate,
increase work performance/motivation, and to help self-regulate. It is through these personal
initiatives that the demands of our professional world are met.
Having a job is essential to most people. It is a way of life. Getting a job can be a
challenge but maintaining a job and meeting the goals as required by your employer and the
goals you hold for yourself require mindfulness of what one wants to achieve in their
professional life (Den et al., 2020). No matter what the goals are or the professional heights to
which one wants to climb, having initiative, which is the ability to do things independently, is
important. Some ways one can take more initiative at work as a way to balance the work variable
on the scale of WLB can be to always be doing something; if there is an opportunity to help,
help; work just as hard on a team as you would individually; use your voice to share ideas or
perspectives; consider all opportunities; be prepared for all situations which arise; self-advocate
when there is a need; and when the situation allows it, humbly promote yourself (Trevena et al.,
2017). When considering the WLB scale, it is through the everyday action of taking the initiative
to improve yourself in your workspace that you can accomplish what is needed to become selffulfilled in your professional life.
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Organizational Responsibility
Individuals have the responsibility to manage their own WLB. Recently, organizations
have seen the importance of helping employees maintain a WLB and have started to initiate
corporate-mandated measures. These initiatives have two objectives. First, they show that
organization is willing to support employees (Friedman, 2018). Second, they show the
employees that the organization sees the importance of WLB and wants to help the employees
see the importance as well. These initiatives benefit both the employee and the organization.
Figure 3 shows a circle revolving around the progression of a mutual benefit between employee
and organization (King et al. 2017). The initiatives organizations implement have the potential to
foster leadership, a spirit of unity, and innovation
Figure 3
Organization and Employee Benefit from Initiatives
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Note: Retrieved from King et al. (2017).
Life Part of WLB
Determinates of Life Variable
Dex and Bond (2005) studied the correlates of work and life. Their results show that
WLB was significantly lower for participants who had an increase in weekly hours and with
responsibilities for caring for others in their personal life. Dex and Bond also note that the older
the age group, the lower the work-life balance score. They concluded that the two largest
contributions to a decrease in WLB are working more and having responsibilities to care for
others. Even though Dex and Bond report age as a factor in WLB scores, Amazue and Onyishi
(2015) report age as well as gender and educational background had no impact on WLB scores.
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Amazue and Onyishi conclude stress-coping strategies and perceived organizational support are
the most impactful variables on reported WLB scores.
Life Over Work??
Kalliath and Brough (2008) bring to light the new interest of organizations to consider the
life part of the WLB equation. They cite Professor Steven Poelmans, whose research focus is on
the life aspect of WLB, as leading the way in WLB research by specifically focusing on the role
of family care responsibilities. Poelman (2012) article focuses on the importance of challenging
the norms of what some may call “family conflict”. Poelman uses both qualitative and
quantitative methods to argue for the need to be inclusive to workers with family care roles and
to not pre-judge or stereotype men and women with families. Those who choose to balance their
WLB scale in favor of life may be perceived negatively by their organization (Peolman, 2012).
This creates both spoken and unspoken pressure to meet job demands while maintaining a
family/life focus, which can offset the WLB ratio.
Saxena and Gautam’s (2020) article brings to light the importance of considering
additional consequences of the pandemic beyond a new WLB. They bring up employee mental
health as a major pandemic-related concern. Due to the increase of employees working from
home there is a natural increase in feelings of isolation. Although employees may be reaching
their work goals, the lack of in-person interaction with others can have a negative effect on
mental health. Saxena and Gautam have created a flow chart (Figure 4) which shows the
potential effects of the COVID-19 pandemic and how it has inadvertently caused distress. The
distress is not necessarily a new kind of stress but reflects the abundance of stressors the
pandemic is causing and the consequences thereof. Lacking a WLB can cause anxiety,
depression, burnout, exhaustion and/or restlessness. Saxena and Gautam specifically convey that
the new imposed changes, most of which are out of control of the employees, have an impact on
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mental health and having a mindfulness of this can help to decreases the distress the stressors
such as isolation, job insecurity, risk of infection, financial insecurity, worry, uncertainty and
work pressure can cause (see Figure 4).
Figure 4
Mental Health Awareness

Note: Retrieved from Saxena and Gautam, 2020.
Balance Part of WLB
Work Family Conflict
As seen in Table 1, recent authors have concluded that there are a variety of different
elements that can lead to a satisfactory work-life balance (Winkler, 2010). The figure shows how
the elements of work, life, and spirituality can come together to help guide us in our search for a
balance between work and life. Some authors such as Kelly and Merrill (2004), Bogle (2010),
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Shlain (2019), McNeff (2020) and Golden (2020) would suggest that finding the balance of work
and life means prioritizing life above work. However, Scott and Denise (2017), Jarvis (2019),
and Inayat and Kolinski (2020) would recommend walking the fine line between work and life,
otherwise known as a balance of the professional and personal world. Whichever school of
thought one chooses to follow, there are clear commonalities between the authors that point to a
personal and professional fulfillment as part of the balance equation for finding a work-life
balance.
Table 1
Elements of Balance from Current Authors
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Work-Life Balance
For the purposes of this study WLB will be defined as the participant’s balance of time
and energy between professional, full-time work life and family life responsibilities and
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commitments. Table 1 list several works, spanning a decade, which have topped the New York
Times’s Best-Seller list. As these leaders in the world of business, like Covey (2011), Maxwell
(2011) and Yager (2021) share their insights into how to balance our personal and professional
lives, there are several themes that can be highlighted. While each author gives a unique
perspective according to their own individual life experience, a theme common among them all
is the need for balance. The balance can tip in favor of life. The balance could also tip in favor of
work. What the authors conveyed over and over was the importance for each reader to find their
own definition to WLB and to discover what that means to them as to ensure a constant balance
and/or the ability to work through any imbalance.
Work Life Imbalance
There is a vast amount of research discussing the benefits of finding WLB. On the other
side of the coin is what Kalliath and Brough (2008) discuss as work-life imbalance. They discuss
three of the consequences of work life imbalance, including a reduction in health, a decrease in
overall wellbeing for the individual, and a decrease in overall wellbeing for the workers’ family.
Kalliath and Brough note that the biggest barrier to WLB is the process of taking the theories
into practice. This includes the practice of mindfulness and how individual organizations can
thoughtfully put theories into practice to best suit their employees. Researchers Amazue and
Onyishi (2015) report that a lack of knowledge of coping strategies can cause a decrease in
overall WLB scores. Figueroa (2017) notes in his article that there are times when increasing
achievement can cause an imbalance and other times it can help to balance the scale. Thus, the
importance for an individual to find their own individual definition to WLB and to figure out
which coping mechanisms will help them work through the imbalance to find a new WLB as the
situation arises.
No one Definition Fits All
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Research from Amazue and Onyishi (2015) shows that WLB can be situational. The
definition of WLB for any given person is constantly developing as the responsibilities, situation,
and needs/wants shift. Thus, no one definition of WLB fits one standard group of people. Cho
and Chew’s (2019) research of what definitions employees had for WLB demonstrated four
commonalities. The common themes among their answers were: time management, detachment,
being fulfilled in both work and life, and having the right perspective. Lewis et al. (2016) place
the definition of WLB in a different context noting it is ever-changing due to economic
conditions, which would be supported by Amazue and Onyishi’s view of WLB (2016). Other
scholars incorporate a stronger life aspect into the definition. McLaughlin and Muldoon’s (2014)
research revealed that societal pressures on men and women have a great impact on an
individual’s definition of WLB.
Organization Contribution and Fit
There are many strategies organizations can take to initiate a focus on WLB for their
employees. Schlegel (2017) notes these WLB initiatives may even attract employees to
organizations. Schlegel also brings up the idea of unlimited time off, which is being practiced in
some companies, especially those that are technology-based. Amazue and Onyishi (2015) report
there is a linear relationship between perceived organizational support and WLB scores.
Organizational initiatives have the potential to lead to less dissent, burnout and more
engagement, and higher job performance.
Organizational Dissent, Employee Burnout, Employee Engagement, Job Performance
Dex and Bond (2005) bring up some of the most common stressors of WLB in their
research including restructuring, short-staffing, long working hours, and dependent care
responsibilities outside of work. Table 2 describes specific stressors; current research suggests
that one way to finding a balance or solution is to decrease stressors. Amazue and Onyishi
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(2015) conclude in their research that the key to balancing work and life is to use all mental and
physical resources available. It is through these resources that stress a decrease. They also note
that coping strategies planned beforehand are vital for a healthy WLB.
Table 2
Potential Stressors and Potential Solutions
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Potential Stressors

Potential Balance/Solution

Restructuring (Dex & Bond, 2005)

Clear Communication (Kalliath & Brough, 2008)

Isolation (Saxena & Gautam, 2020)

Positive action to remove stressors related to WLB
(Amazue & Onyishi, 2015)

Short Staffing (Dex & Bond, 2005)

Recruit additional talent, prioritize assignments (Chron,
2020)

Long working hours (Dex & Bond,

Reduce Working Hours (Dex & Bond, 2005)

2005)
Caring Responsibilities, Worry for

Role Enrichment (Lee & Sirgy, 2018)

Family and Friends (Dex & Bond, 2005;
Saxena & Gautam, 2020)
Low WLB Score

Role Enrichment (Lee & Sirgy, 2018)

Risk of Infection (Saxena & Gautam,

Precautionary Measures(CDC,2020)

2020)
Telepressure, Work Pressure (Grawitch

Schedule life technological needs as you schedule work

et al, 2017; Saxena & Gautam, 2020)

(Schlegel, 2017)

Workaholism (Grawitch et al., 2017)

Schedule life as you schedule work (Schlegel, 2017)

Perceived Organizations Support

Role Enrichment (Lee & Sirgy, 2018)

(Amazue & Onyishi, 2015)
Lack of Coping skills toward WLB,

Positive action to remove stressors related to WLB

Isolation, Uncertainty (Amazue &

(Amazue & Onyishi, 2015)

Onyishi, 2015; Saxena & Gautam, 2020)
Navigating Norms (Poelman, 2012)

Inclusion of all individuals’ priorities (Poelman, 2012)
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Technology as a Coping Tool
With advancements in technology the transition of displaced workers has been eased.
Although there are negative side effects to telepressure, the benefits, especially in the current
COVID-19 pandemic, can clearly be seen as organizations rely heavily on technology as a
coping tool. Although the majority of workers are displaced, technology allows for open
communication between organizations and employees (Koetsier, 2020; Schlegel, 2017). For
students from kindergarten to technology has allowed them to continue their education using a
virtual platform. With the endless amount of software available for projects, development, and
education, the world is literally at the fingertips of workers, students, and everyone afflicted by
the COVID-19 pandemic who has access to technology. Achieving WLB requires constant
balancing of the scale. For the purposes of this study, the definition of being mindful of WLB is
a participant’s premeditated, attentive behaviors which lead to balance of time and energy
between professional, full-time work life and family life responsibilities and commitments. The
list below provides insight from scholarly researchers on ways to be mindful when seeking to
achieve WLB.
Ways to Achieve WLB
•

Disconnect technology (Schlegel, 2017).
o Disconnect as much as possible from life before work.
o Disconnect all possible work before life.

•

Schedule lifetime just like work time is scheduled (Schlegel, 2017).

•

Be adaptive (Amazue & Onyishi, 2015).

•

Protect oneself from negative stress (Amazue & Onyishi, 2015).

•

Meditate or focus on spirituality (Saxena & Gautam, 2020).

•

Limit access to media platforms (Saxena & Gautam, 2020).
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•

Have a routine for self and/or family including physical fitness (Saxena &
Gautam, 2020)
Biblical Foundations of the Study

Moore’s research shows that there is freedom in the discipline of maintaining WLB
(2020). Proverbs 24:16 reads “For a just man falleth seven times, and riseth up again… (King
James Bible, 1769/2020, Proverbs 24:16).” When you liken this scripture to our society and the
many historical events that have caused economic downturns (for example, the 1918 influenza
pandemic, the 2014-2016 West Africa Ebola outbreak, and the SARS-CoV outbreak), it is clear
that each time as a society, we “riseth up again.” It is during this rise that we can study the
human behaviors which allowed society to overcome moments of crisis. What was done? How
was it done? How can we improve on societal practices so that the next time our society is
impacted by a traumatic event such as COVID-19, we will be prepared spiritually, personally,
and professionally? It is through the mindfulness of rising and falling that we learn how to
succeed. Using history as a catalog of causes and effects, we will learn from our falls so that the
next time we fall we can rise with more grace and poise in our personal lives and with greater
efficiency and effectiveness in our professional lives.
Researchers Qian and Fan (2020) show the societal gap in the ability to recover postpandemic. They conclude that the government should focus more on the vulnerable or
marginalized population in times of crisis. Throughout the scriptures, there are many examples
of Jesus focusing on the saints who needed more intensive ministry for one reason or another. In
the story told in John 13:1-17, Jesus washes the feet of his disciples. He is the shining example of
what he would like his saints to be (King James Bible, 1769/2020, John 13:1-17). The scripture
symbolizes the need for humility and servanthood in our role as Christ’s children in his plan to
do his works here on earth. Throughout the pandemic there has been a call for humility as society
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adjusts to the new normal, a call for servanthood to help those in need, and a call to do Jesus’
works. We must continue doing his works during this great hardship and in the post-pandemic
world just as were doing before the pandemic.
Summary
As the world deals with another health catastrophe, it is important to note many scholars,
such as Saxena and Gautam (2020), find in their research that one way to help alleviate the
mental and emotional symptoms of the pandemic is to focus on spirituality. Past and current
research has identified work-life balance and mindfulness within a general global setting and has
separated the ideas from each other. This research seeks to take a critical view of WLB and
mindfulness and the impact they have on one another amidst the challenges imposed by the
COVID-19 global pandemic on workers in the United States. Employees have had to adjust to
changes required by COVID-19 including finding a new WLB. To reduce the stress of coping
with new challenges one faces, mindfulness to the situation and the mindfulness of personal
needs, the needs of others, and the needs of a professional situation can increase productivity and
satisfaction in both work and life. Research shows that it is the small, daily acts, that can lead to
a WLB. This research seeks to understand these acts and changes which have been mindfully
considered and implemented in the personal and professional lives of the participants during the
COVID-19 pandemic.
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CHAPTER 3: RESEARCH METHOD
Overview
Current research shows that there is a relationship between mindfulness and WLB
(O’Brien, 2019). As the COVID-19 pandemic has caused a need to redefine WLB, there has also
been a need to consider a new definition of mindfulness. This study seeks to quantitatively
examine the new WLB and mindfulness of employees as they have transitioned to the new
normal the COVID-19 pandemic has demanded. The remainder of this chapter is comprised of
the proposed methodology including research questions, hypothesis, research design,
participants, study design, instruments/measurements, operationalization of variables, data
analysis, delimitations, assumptions, and limitations.
Research Questions and Hypothesis
Research Questions
RQ1: What is the difference in self-reported work-life balance, as measured by the WLB
survey, between participants who work remotely and work on-site?
RQ2: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants who work remotely and work on-site?
RQ3: What is the relationship between FFMQ and WLB?
RQ4: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants working remotely and homeschooling their children?
RQ5: What is the difference in self-reported mindfulness, as measured by the WLB
survey, between participants working remotely and homeschooling their children?
Hypothesis
Hypothesis 1: Participants who have changed to remote working have a higher WLB
score than participants who have continued to work on-site.
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H01: Participants who have changed to remote working will have the same WLB score
than participants who have continued to work on-site.
Hypothesis 2: Participants who have changed to remote working have a higher FFMQ
score than participants who have continued to work onsite.
H02: Participants who have changed to remote working have the same FFMQ score than
participants who have continued to work onsite.
Hypothesis 3 Alternative There is a positive relationship between FFMQ and WLB
scores.
H03: There is no relationship between participants scores on FFMQ and scores on WLB.
Hypothesis 4: Participants who report working remotely and educating their children at
home due to COVID-19 will have the highest scores of FFMQ.
H04: Participants who report working remote and educating their children in
home due to COVID-19, have no relationship with FFMQ.
Hypothesis 5: Participants who report working remotely and educating their
children in home due to COVID-19 will have lower scores of WLB than all other groups.
H05: There are no differences in the groups for WLB.
Research Design
The proposed study follows a non-experimental, quantitative study model. A quantitative
study uses numerical data analysis to see causal differences between the variables (Martin &
Bridgmon, 2012). This quantitative study will generate descriptive and inferential statistics for
the phenomena of WLB and mindfulness that will be used to uncover variation between the two
variables (Martin & Bridgmon, 2012).
WLB and Mindfulness Scale
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The survey is a combination of Fisher et al.’s WLB scale and the FFMQ (Fisher et al.,
2009; Baer et al., 2006) The survey consists of 56 Likert-like questions which ask the participant
about how they have felt over the last 3 months (Fisher et al., 2009). The scale range is 1
(Never), 2 (About Never), 3 (Sometimes), 4 (Frequently), and 5 (All the time). Once the
participant finished the survey, the data was imputed into IBM SPSS 27.1.0 Statistics Data
Editor. At this stage the data was be edited for use for the appropriate statistical analysis.
Hypothesis 1
Hypothesis 1: Participants who have changed to remote working have a higher WLB
score than participants who have continued to work on-site.
H01: Participants who have changed to remote working will have the same WLB score
than participants who have continued to work on-site.
For H1 the independent and predictive variable is a dichotomous variable (changed to
remote working/working on-site). The dependent variable is the WLB score. The Shapiro Wilk
test was used to test for normal distribution (p > .05 = normal distribution; p < .05 = do not
assume normal distribution). Since H1 is looking for a difference in the two levels, a two-sample
t-test (parametric test) was used to test the difference of the means (one-tailed test). There are
assumptions for a two-sample t-test which needed to be met. The remote workers (μ1, true mean)
were assumed to be independent and identically from a normal distributed with a mean and a
variance. The on-site workers (μ2, true mean) were assumed to be independent and identically
distributed from a normal distribution with a different mean with the same variance. An
additional assumption was that the remote workers and on-site workers were statistically
independent of each other. Hı: μı = μ2. H01: μı ≠ μ2. Next, a p-value was be constructed assuming
the null hypothesis is true; μı = μ2. The p-value allowed for a numerical evaluation of an extreme
value past what would be observed if the null hypothesis was true (using t-distribution with
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degrees of freedom). The calculation included total sample size for both groups, the mean of
both groups, and the standard deviation of both groups. The confidence interval was constructed
assuming α = .05. Using the assumed alpha, the confidence interval could be found using IBM
SPSS Data Editor 27.1.0 or looking up the value in the tables in Understanding and Analyzing
Data by Green and Salkine (2014). In essence, the confidence interval would tell us how much
higher the average scores of the WLB survey were for remote workers compared to on-site
workers.
Hypothesis 2
Hypothesis 2: Participants who have changed to remote working have a higher FFMQ
score than participants who have continued to work on-site.
H02: Participants who have changed to remote working have the same FFMQ score than
participants who have continued to work on-site.
For H2 the independent and predictive variable is a dichotomous variable (changed to
remote working/working on-site). The dependent variable is the WLB score. The Shapiro Wilk
test was used to test for normal distribution (p > .05 = normal distribution; p < .05 = do not
assume normal distribution). Since H1 is looking for a difference in the two levels, a two-sample
t-test (parametric test) was used to test the difference of the means (one-tailed test). There are
assumptions for a two-sample t-test which needed to be met. The remote workers (μ1, true mean)
were assumed to be independent and identically from a normal distributed with a mean and a
variance. The on-site workers (μ2, true mean) were assumed to be independent and identically
distributed from a normal distribution with a different mean with the same variance. An
additional assumption was that the remote workers and on-site workers were statistically
independent of each other. Hı: μı = μ2. H01: μı ≠ μ2. Next, a p-value was be constructed assuming
the null hypothesis is true; μı = μ2. The p-value allowed for a numerical evaluation of an extreme
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value past what would be observed if the null hypothesis was true (using t-distribution with
degrees of freedom). The calculation included total sample size for both groups, the mean of
both groups, and the standard deviation of both groups. The confidence interval was constructed
assuming α = .05. Using the assumed alpha, the confidence interval could be found using IBM
SPSS 27.1.0 Data Editor 27.1.0 or looking up the value in the tables in Understanding and
Analyzing Data by Green and Salkine (2014). In essence, the confidence interval told us how
much higher the average scores of the mindfulness survey were for remote workers compared to
on-site workers.
Hypothesis 3
Hypothesis 3 Alternative: There is a positive relationship between FFMQ and WLB
scores.
H03: There is no relationship between participants’ scores on FFMQ and scores on WLB.
H3 consisted of two quantitative variables: the WLB score and the mindfulness score,
with the mindfulness score as the predictive variable. An assumed alpha level of α = .05 was
used to test for significance. The Shapiro Wilk test was used to test for normal distribution (p >
.05 = normal distribution; p < .05 = do not assume normal distribution). A Pearson’s r test
evaluated if there was a linear relationship between WLB and mindfulness scores. There were
two assumptions to meet for Pearson’s r test. First, that the variables were bivariate and normally
distributed. Second, that the sample was random, and the variables were independent of each
other. The value given (effect size) ranged from -1 to +1. An effect size that was positive would
indicate a high score on mindfulness and WLB. An effect size that was negative would indicate a
high score on mindfulness and a low score on WLB (or vice versa) The convention in behavioral
science studies is that a score of .10 is a small, .30 medium and .50 a large coefficient (Green &
Salkind, 2016).
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Hypothesis 4
Hypothesis 4: Participants who report working remotely and educating their
children at home due to COVID-19 will have the highest scores of FFMQ.
H04: Participants who report working remotely and educating their children in home due
to COVID-19, have no relationship with FFMQ.
For H4 the independent and predictive variable is a discrete variable (educated their
children) as well as the predictive variable. The dependent variable is the mindfulness score. The
Shapiro Wilk test will be used to test for normal distribution (p > .05 = normal distribution; p <
.05 = do not assume normal distribution). Since H4 is looking for a difference in the two levels, a
two-sample t-test will be used to test the difference of the means (one-tailed test). There are
assumptions for a two-sample t-test which need to be met. The remote workers who educate their
children in home (μı; true mean) are assumed to be independent and identically from a normal
distributed with a mean and a variance. The remote workers who do not have school in their
home (μ2; true mean) are assumed to be independent and identically distributed from a normal
distribution with a different mean with the same variance. An additional assumption is the
remote workers and on-site workers are statistically independent of each other. Hı: μı = μ2. H01:
μı ≠ μ2. Next, a p-value will be constructed assuming the null hypothesis is true; μı = μ 2. A pvalue will allow for a numerical evaluation of an extreme value past what is observed if the null
hypothesis is true (using t-distribution with degrees of freedom). The calculation includes total
sample size for both groups, the mean of both groups, and the standard deviation of both groups
(will be calculated in SPSS 27.1.0). The confidence interval will be constructed assuming α =
.05. Using the assumed alpha, the confidence interval can be found using IBM SPSS 27.1.0 Data
Editor or looking up the value in the tables in Understanding and Analyzing Data by Green and
Salkine (2014). In essence, the confidence interval will tell us how much higher the average
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scores of the mindfulness survey were for remote workers who educate their children in home
compared to the mindfulness scores for remote workers who did not homeschool their children.
Hypothesis 5
Hypothesis 5: Participants who report working remotely and educating their
children in home due to COVID-19 will have the lower scores of WLB than all other groups.
H05: There are no differences in the groups for WLB.
For H5 the independent and predictive variable is a discrete variable (educate their
children) as well as a predictive variable. The dependent variable is the WLB score. The Shapiro
Wilk test will be used to test for normal distribution (p > .05 = normal distribution; p < .05 = do
not assume normal distribution). Since H5 is looking for a difference in the two levels, a twosample t-test will be used to test the difference of the means (one-tailed test). There are
assumptions for a two-sample t-test which need to be met. The remote workers who educate their
children in home (μı; true mean) are assumed to be independent and identically from a normal
distributed with a mean and a variance. The remote workers who do not have school in their
home (μ2; true mean) are assumed to be independent and identically distributed from a normal
distribution with a different mean with the same variance. An additional assumption is that the
remote workers and on-site workers are statistically independent of each other. Hı: μı = μ2. Hο1:
μı ≠ μ2. Next, a p-value was constructed assuming the null hypothesis was true; μı = μ2. A pvalue will allow for a numerical evaluation of an extreme value past what is observed if the null
hypothesis is true (using t-distribution with degrees of freedom). The calculation includes total
sample size for both groups, the mean of both groups, and the standard deviation of both groups
(will be calculated in SPSS 27.1.0). The confidence interval will be constructed assuming α =
.05. Using the assumed alpha, the confidence interval can be found using IBM SPSS 27.1.0 Data
Editor or looking up the value in the tables in Understanding and Analyzing Data by Green and
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Salkine (2014). In essence, the confidence interval will tell us how much higher the average
scores of the WLB survey were for remote workers who educate their children at home
compared to the WLB scores for remote workers who did not homeschool their children.
Participants
This research design sought participants who were working full or part-time during the
COVID-19 pandemic with family caring responsibilities and commitments (Kalliath & Brough,
2008). Participants under 18 years of age were excluded as well as any participants who returned
incomplete surveys. Once IRB approval was given from the Liberty University Research
Department, the data collection process began. Participants were recruited via e-mail using
Survey Monkey ® (see Appendices A, B, C & E). The survey included a demographic section,
WLB survey, and FFMQ survey (see Appendix A, B, C & E).
Sample Size
Since testing the entire population was not realistic, convenience sampling was part of the
research strategy. A sample size was determined with the goal of providing a sufficient amount
of data to generate meaningful results. To compute sample size four factors had to be considered:
significance level, power of analysis, effect size, and the statistical test which would be run
through SPSS 27.1.0 Statistics Software (Martin & Bridgmon, 2018). An additional way of
computing the sample size would have been to follow the sample sizes of similar recent studies.
Panisoara et al.’s (2019) study on the relationship of mindfulness and WLB used 60 participants.
When calculating the sample size, hypothesis 3 null and alternative hypotheses were used
to make calculations. It was important to calculate an accurate sample size to be representative of
the entire population while not wasting resources.
Hypothesis 3 Alternative: There is a positive relationship between FFMQ and WLB.
H03: There is no relationship between participants scores’ on FFMQ and scores on WLB.
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The significance level of the test is p = .05. Cohen’s d = .50 was used as the effect size.
Using past historical data, the estimated standard error .5359 (Panisoara et al., 2019). The power
of the test .80 (Cohen, 1962). A specific calculation was used to determine sample size: n =
(1.96² x б²)/E². n = (3.84 x .3136)/.2871. n = 4.19. Historical data can also be used to determine
sample size. Previous scholarly research with a similar hypothesis used sample sizes of 153, 60,
190, 306, 283 (Althammer et al., 2021; Cannizzo & Osbaldiston 2016; Kilburz et al., 2017;
Panisoara et al., 2019; Raza et al., 2018;). If we take an average of the historical sample size
198.4. The proposed sample size for this study based on historical data is 198 participants.
Power Analysis
A power analysis was run to determine the probability of rejecting a null hypothesis when
it is false (Cohen & Swerdlik 2012). This probability is given by the equation: Type II error
Power = 1 – β (general acceptance is β=80%) (Green & Salkind 2014). A power analysis was
done before the study is initiated. Type 1 error (α = .05) will be compared to the p-value. If pvalue < 0.05, there is evidence of a difference between the samples (reject H 0). If the p-value is >
0.05, there is not enough evidence to find a difference between the two samples (fail to reject
H0).
Study Procedures
Once IRB approval from Liberty University’s IRB department was given, the data
collection began. Participants were recruited through e-mail using Survey Monkey ®. The
participant used this platform to fill out the survey using a recruitment message (see Appendix
6). Social media platforms were also used to reach out to participants.
The survey included a consent form, demographic section, WLB questionnaire,
Mindfulness survey, as well as a debriefing form (see Appendices A, B, C, D, E). Once all the

59
surveys were completed by the participants, the data was be transferred to IBM SPSS 27.1.0
Data Editor for statistical and thematic analysis.
Instrumentation and Measurement
Demographic Questions
A descriptive analysis of the demographics was conducted to analyze the demographics
of the population set (see Appendix A). This included gender (male, female, other, not listed),
age (“Are you 18 or older?”), education level (High School, Some College, Associates Degree,
Bachelor’s Degree, Master’s degree, Doctorate), employment (“Have you worked for the past 18
months?”), whether the participant worked remotely or on site (working remotely/work on-site),
whether the participants had personal commitments outside of work? (yes/no), whether the
participant has homeschooled their children during the pandemic (yes/no), and what the
participant’s church situation was like during the COVID-19 pandemic (continued on-site,
switched to church via electronic service, switched to in home church lessons, does not apply to
me).
Mindfulness Measure
The Five Facet Mindfulness Questionnaire (FFMQ) consists of 17 questions using a 1-5
Likert-like scale (1: never or very rarely true, 2: not often true, 3: sometimes true sometimes not
true, 4: frequently or often true, and 5: very often or always true) (see Appendix D) (Fisher,
2006). FFMQ is a 39-item self-report questionnaire which has demonstrated convergent and
discriminant validity and internal consistency and is considered to have good sensitivity to
change within the participant (Baer et al., 2008; Carnody & Baer, 2008; Veehof & Baer, 2011).
The FFMQ measures mindfulness as a whole concept as well as five specific mindful areas:
observing, describing, acting with awareness, nonjudging, and nonreactive. Observing,
describing, acting, awareness and nonjudging scores have a range of 8-40. Nonreactivity scores
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can range between 7-35. Lower scores will be interpreted as a lower overall level of mindfulness
(score range 47-235) (Baer et al., 2006).
Work Life Balance Measure
Fisher’s (2006) WLB questionnaire consists of 17 Likert-like questions scaled 1: never or
very rarely true, 2: not often true, 3: sometimes true sometimes not true, 4: frequently or often
true, and 5: very often or always true (see Appendix B). The participants were be asked to rate
themselves based on their experience during the COVID-19 pandemic. Within the scale are 4
subscales: work interference with personal life (WIPL) (mean of responses 1-5), personal life
interference with work (PLIW) (mean responses of 6-11), work enhancement of personal life
WEPL) (mean responses of 12-14) and personal life enhancement of work (PLEW) (mean
responses of 15-17). The full Work/Nonwork Scale is located in Appendix B. The
Work/Nonwork Scale is considered reliable and has shown internal consistency in both the items
and subitems (Fisher et al., 2006).
Operationalization of Variables
Respondent ID: the random, nominal variable given for the participant’s survey to connect their
survey to their number (only used as an identifier number for organizational purposes).
Consent – the variable is a binary variable will have a value of “yes/1” if the participant
consents to the study.
Remote Working (Work Situation)– the variable is a nominal variable that will be measured as
part of the demographic questionnaire asking the participant to select the category they fall
within.
Working On-Site (Work Situation) -the variable is a nominal variable that will be measured as
part of the demographic questionnaire asking the participant to select the category they fall
within.
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Employment History – the variable is a binary variable and reflects if the employee has been
working in the last 18 months by asking the participants to select the category they fall within.
WLB Score – this variable is a point-scale variable and will be measured by the total score on
the Example Questionnaire (Fisher et al., 2006).
Work Interfering with Personal Life (WIPL) – this variable is a point-scale variable and will
be measured as a subsection of the WLB score (Fisher et al., 2006).
Personal Life Interfering with Work (PLIW) - this variable is a point-scale variable and will
be measured as a subsection of the WLB score (Fisher et al., 2006).
Work Enhancement of Personal Life (WEPL) - this variable is a point-scale variable and will
be measured as a subsection of the WLB score (Fisher et al., 2006).
Personal Life Enhancement of Work (PLEW) – this variable is a point scale variable and will
be measured as a sub section of the WLB score (Fisher et al., 2006).
FFMQ Score –this variable is a point-scale variable and will be measured as the total score on
the Example Questionnaire (Baer et al., 2018).
Observe - this variable is a point-scale variable and will be measured as a subsection of the
FFMQ score (Baer et al., 2018).
Describe - this variable is a point-scale variable and will be measured as a subsection of the
FFMQ score (Baer et al., 2018).
Act with Awareness - this variable is a point-scale variable and will be measured as a subsection
of the FFMQ score (Baer et al., 2018).
Nonjudge - this variable is a point-scale variable and will be measured as a subsection of the
FFMQ score (Baer et al., 2018).
Nonreact - this variable is a point-scale variable and will be measured as a subsection of the
FFMQ score (Baer et al., 2018).
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Homeschooling –the variable is a nominal variable that will be measured by the researcher using
the demographic questionnaire to ask the participant to select the category they fall into.
Personal Commitments – the variable is nominal and reflects whether the participant has
personal commitments outside of work by asking the participant to select the category they fall
into.
Church – the variable is nominal and reflects whether and how the participant went to church by
asking the participant to select the category they fall into.
Church Situation –the variable is a nominal variable that will be measured by the researcher
using the demographic questionnaire to ask the participant to select the category they fall within.
Education Level – the variable is nominal and is part of the demographic section. It is used to
measure how much schooling the participant has completed by asking the participant to select
the category they fall into.
Gender – the variable is binary and will aid in understanding the demographic of the population
set of participants for the study by asking the participant to select the category they fall into.
Education Level – the variable is nominal as part of the demographic section to measure how
much schooling the participant has completed asking the participant to select the category they
fall within.
Data Analysis
Once the data has been collected it will be transferred to SPSS 27.1.0 statistical software.
The data will be organized and coded. For the WLB and Mindfulness questionnaires there will
be a few questions which will need to be recoded per the scoring instructions (see Appendices B
and C). Once the data is organized and coded, analysis will begin. First, the descriptive analysis
will be run to generate the descriptive statistics and frequency tables for all the demographic
variables. The descriptive analysis will also sort out all participants with missing data. The
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descriptive analysis will show frequency and percent of the population of participants per
demographic variable. Once the descriptive variables have been analyzed, the pertinent
information can be formatted and transferred into the dissertation. The data visualization will
include charts and graphs that show the statistics in an organized format. Some of the variables
to consider for charts and graphs are the forementioned variables such as numbers of participants
who received spousal assistance to transfer working remotely, participant numbers on those who
had to switch to remote church worship, and the participants who were forced to switch their
children from an on-site school to homeschooling.
To ensure that the data collected using historical research questionnaires are reliable and
valid, a confirmatory factor analyses will need to be done for the WLB and Mindfulness scores.
For the FFMQ questionnaire a five-factor hierarchical model analysis will allow for a data set
which can evaluate the usefulness of the questionnaire in measuring the five factors and overall
mindfulness (Baer et al., 2006; Gu et al., 2016). A one-factor model will be used to confirm all
the facets of the WLB questionnaire measure WLB. The factor analysis also assumes there is a
linear relationship and no multicollinearity (Martin & Bridgeman, 2012). Next, an analysis of
each hypothesis will be attempted. Once the confirmatory analysis shows that the questionnaires
replicate past research, then the analysis of each of the hypothesis can be completed.
Delimitations, Assumptions, and Limitations
Limitations
Like with all research, there are some anticipated limitations. The largest limitation is that
the participants’ understanding of themselves (introspection) might not be acute enough to
provide reliable data. Due to the study’s use of self-reported data, the assessment measures may
be skewed due to common method bias. A basic limitation is the participant not understanding
the question being asked, which can decrease the true value of the data. Finally, the
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generalizability of the study across cultures is limited to the working participants’ western
culture view.
There are some limitations noted by current research that are possibly applicable to this
research construct. One constraint is mentioned by Amazue and Onyishi’s (2015) research which
they noted is a possible limitation due to the possibility that participants with full-time jobs may
have a higher education level, on average. Qui and Rooney (2016) noted in their research a
classic limitation of the organization trying to push mindfulness, yet which definition of
mindfulness is used when many are parallel, and some are opposite of each other. In addition to
these two authors, Kalliath and Brough (2008) mention the challenges of finding a universal
definition of work-life balance. Dex and Bond’s (2016) research noted that some of the work-life
balance assessments only apply to participants with children, which is a huge limitation to the
study’s generalizability. Some of these limitations and challenges are inevitable but learning
from past and current research limitations and challenges can help decrease the challenges and
limitations of this study.
Additional limitations can also be generalized across research studies. One of these is the
participant not having access to the survey link, which, if the sample size is not large enough,
would be considered a limitation. There can also be the limitation of flawed methodology.
Assumptions
There are many elements to the research which will be assumed by the researcher. One of
the most obvious assumptions is that the participants may not be completely honest. The
participant could also be biased in their answers. In addition, if the participant has already taken
the mindfulness assessment or work-life balance assessment, they may answer according to the
results they believe are socially desirable. An additional assumption is the participant may
assume the research wants a particular answer rather than answer honestly. Due to the COVID-
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19 pandemic there may also be difficulty reaching out to participants as they will need to have
internet access and time to devote to the survey.
Delimitations
The study is limited to working participants who have family responsibilities and/or care
for dependents and who reside in the northern hemisphere, specifically The United States of
America. The delimitation exists due to the culture the researcher has access to in the available
population. A simple but grand delimitation can be in the qualitative research question for the
thematic analysis. Using the wrong statistical analysis can also be considered a delimitation.
Summary
Past researchers have opened the door to allow for a greater understanding of WLB and
mindfulness and the importance of being aware of its effect as we go throughout our personal
and professional lives (Fisher et al., 2016). It is leaders in WLB such as Fisher and leaders in
mindfulness like the scholar Morgan (2014) who have paved the way for individuals and
organizations to see the value of a balanced work life and personal life and mindfulness.
This research seeks to combine both WLB and mindfulness to show how essential it is to
see that these two variables are interconnected. By understanding the data collected from this
research, we can further improve a general understanding of WLB and mindfulness and how
utilizing mindfulness in our daily lives can benefit our personal lives, professional lives, and the
organizations in which we work.
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CHAPTER 4: RESULTS
Overview
This quantitative study seeks to take an in-depth look at mindfulness and work-life
balance. In past decades, there has been a desire for an improved understanding for how the
organizations can implement ideas, procedures, and practices to help the employees enhance the
organization on many levels (Fisher et al., 2009). During the COVID-19 pandemic, as the
situation continues to evolve, there is a call for researchers to study the pandemic and how it is
impacting people’s personal and professional lives.
This research uses the WLB Survey and the FFMQ to better understand the impact the
COVID-19 pandemic has had on personal and professional lives. By analyzing the hypotheses, it
generates a foundation of knowledge to build on and a better understanding of a general
population set and their viewpoint.
The following research questions and hypotheses are the path for this study:
Research Questions
RQ1: What is the difference in self-reported work-life balance, as measured by the WLB
survey, between participants who work remotely and work on-site?
RQ2: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants who work remotely and work on-site?
RQ3: What is the relationship between FFMQ and WLB?
RQ4: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants working remotely and homeschooling their children?
RQ5: What is the difference in self-reported mindfulness, as measured by the WLB
survey, between participants working remotely and homeschooling their children?
Hypothesis
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Hypothesis 1: Participants who have changed to remote working have a higher WLB
score than participants who have continued to work on-site.
H01: Participants who have changed to remote working will have the same WLB score
than participants who have continued to work on-site.
Hypothesis 2: Participants who have changed to remote working have a higher FFMQ
score than participants who have continued to work onsite.
H02: Participants who have changed to remote working have the same FFMQ
score than participants who have continued to work onsite.
Hypothesis 3
Hypothesis 3 Alternative There is a positive relationship between FFMQ and
WLB scores.
H03: There is no relationship between participants scores on FFMQ and scores on WLB.
Hypothesis 4
Hypothesis 4: Participants who report working remotely and educating their
children at home due to COVID-19 will have the highest scores of FFMQ.
H04: Participants who report working remote and educating their children in
home due to COVID-19, have no relationship with FFMQ.
Hypothesis 5
Hypothesis 5: Participants who report working remotely and educating their
children in home due to COVID-19 will have lower scores of WLB than all other groups.
H05: There are no differences in the groups for WLB.
Descriptive Results
The survey was electronically collected via Survey Monkey. The survey included a
demographic section, the WLB survey, and the FFMQ. There was also a consent form and a
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debriefing form. Questions 1-9 were demographic questions. Questions 10-27 were WLB
questions and questions 28-66 were the FFMQ. There was a total of 877 responses. Of the
responses, 372 were excluded for various reasons, leaving a total of 505 complete responses.
Reasons for exclusion included not giving consent, being under the age of 18, or the participant
did not have care giving responsibilities outside of work and/or were unemployed. Of the 505
useable studies, 3 participants requested the results of the study. The researcher followed up with
them after the study was complete.
Data Preparation
In order to analyze the surveys, the data collected was exported from Survey Monkey
into an Excel format. Careful checks were performed to ensure that all data was transferred
properly with no errors. Once the exported Excel data was double-checked for accuracy, it was
imported into SPSS 27.1.0. Again, careful checks were completed to make sure the data was
correctly imported from Excel into SPSS 27.1.0. The participants whose surveys were not
useable were removed from the data set (372 surveys: N = 505). At this point, the variables were
labeled for easier reading, values were added to survey questions, and measures were doublechecked. Finally, an overall check of the data was conducted to ensure accuracy.
Once the data was cleaned, the data was prepped for analysis. The FFMQ required that
there be a few variables recoded before scoring. The scale range is 1: never/very rarely, 2: about
never/very rarely, 3: sometimes, 4: frequently/often true, and 5: all the time/always true. To
reverse score the survey answers in SPSS 27.1.0, 5 becomes 1, 4 becomes 2, 3 stays at 3, 2
becomes 4 and 1 becomes 5. Thus, the scale range was recoded for numbers 12, 20, 22, 25, 27,
29, 30, 31, 33, 34, 35, 39,40, 42, 45, 47, 51, 52, 55, and 56 to be 5: never/very rarely, 4: about
never/very rarely, 3: sometimes, 2: frequently/often true, and 1: all the time/always true (see
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Appendix B, survey and scoring). Once the recoding was conducted another check of the data
was done to preserve exactness. The data analysis was started with the demographic section.
Data Profile
Out of the participants N = 505, 221 were female (43.8%) and 280 were male (55.4%)
(See Figure 5). The educational question revealed 2.6% had completed high school, 9.3% had an
associated degree, 45.1% had a bachelor’s degree, 28.1% had a master’s degree, 2.6% had a
doctoral degree and 12.3% of participants noted they had some college (See Figure 6). 80% of
participants noted they worked from home whereas 20% noted they still worked on-site (See
Figure 7). The survey question regarding church status concluded as follows, 14 participants still
go to church on-site (2.8%), participants switched to church via electronic services (32.2%), 0
participants noted they switched to in home church and 23 participants noted the question did not
apply to them (63.8%). Table 3 shows the correlations between the subsets between FFMQ and
sub-sets and WLB and subsets 68.
Table 3
Correlation Between WLB and FFMQ Scores and the Subscales
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Sensitivity Analysis
A sensitivity analysis was conducted on the three kinds of statistical test used in
hypothesis testing. For all tests α = .05, power = .80 and N = 505. Given the sample size
N = 505, at a level of power = .80, the G* outputs will be able to detect significant
findings for correlations at .11 and above. For t-test the present design was sensitive to d
= .31. For the regressions the present design was sensitive to f2 = .016 (see Figures 8, 9 &
10).
Hypothesis 1
Hypothesis 1: Participants who have changed to remote working have a higher
WLB score than participants who have continued to work on-site.
H01: Participants who have changed to remote working will have the same WLB
score than participants who have continued to work on-site.
Hypothesis 2
Hypothesis 2: Participants who have changed to remote working have a higher
FFMQ score than participants who have continued to work onsite.
H02: Participants who have changed to remote working have the same
FFMQ score than participants who have continued to work onsite.
Hypothesis 3
Hypothesis 3 Alternative: There is a positive relationship between FFMQ WLB
scores.
H03: There is no relationship between participants scores on FFMQ and
scores on WLB.
Hypothesis 4
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Hypothesis 4: Participants who report working remote and educating their
children at home due to COVID-19, will have the highest scores of FFMQ.
H04: Participants who report working remote and educating their children
in home due to COVID-19 have no relationship with FFMQ.
Hypothesis 5
Hypothesis 5: Participants who report working remotely and educating their
children in home due to COVID-19 will have the lower scores of WLB than all other
groups.
H05: There are no differences in the groups for WLB.
Study Findings
FFMQ Scores
The FFMQ measures mindfulness generally as well as breaks down the survey to
look at specific elements of mindfulness. Before the scores are calculated, reliability
needs to be established. This is done through using historical confirmatory factor analysis
numbers (Cronbach’s alpha): FFMQ (full scale) α = .80, Observing α = .74, Describing α
= .84, Act with Awareness α = .82, Nonjudgement α = .83, Nonreactivity α = .73 (Baer et
al., 2018).
FFMQ subscales include the following items:
1. Observe items:
18, 23, 28, 32, 37, 43, 48, 53
2. Describe items:
19, 24, 29R, 33R, 39R, 44, 49, 54
3. Act with Awareness items:
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22R, 25R, 30R, 35R, 40R, 45R, 51R, 55R
4. Nonjudge items:
20R, 27R, 31R, 34R, 42R, 47R, 52R, 56R
5. Nonreact items:
21, 26, 36, 38, 41, 46, 50
WLB Scores
The WLB questionnaire measures work life balance as a whole and also has
subscales. Before the scores are calculated, reliability needs to be established. This is
done through observing historical confirmatory factor analysis. The reliability of the
predictor subsection variables was: WLB (full scale) α = .91, WEPL α = .825, PLEW α =
41, WIPL α = .927, and PLIW α = .841 (Lee, 2020). In reference to Figure 12, can see
that the WLB scores are normally distributed.
WLB Subsections
1. Work Enhancing Personal Life (WEPL):
Mean score of questions 12- 14.
2. Personal Life Enhancing Work Life:
Mean scores of questions 14-17.
3. Work Interfering with Personal Life:
Mean scores of questions 1-5.
4. Personal life Interfering with Work:
Mean scores of questions 6-11.
Hypothesis 1
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Hypothesis 1: Participants who have changed to remote working have a higher
WLB score than participants who have continued to work on-site.
H01: Participants who have changed to remote working will have the same WLB
score than participants who have continued to work on-site.
The first hypothesis’ independent variable is the predictor variable (working
remotely or working on-site). The dependent variable is the WLB questionnaire score. A
Shapiro Wilk Normality Test was run to test for normality of the distribution (Green &
Salkind, 2017). The Shapiro Wilk Normality Test will show if the independent variable
and dependent variable are statistically significantly different from a normal distribution
(Green & Salkind, 2017)). An α = .05 was used as the level of significance. When
looking at the Shapiro Wilk Normality Test, p > .05 means normal distribution and p <
.05 means do not assume normal distribution (see Table 4 Below) (Green & Salkind,
2017). As you can see in Table 4 for WLB Score, p <.075. Therefore, we will fail reject
the null hypothesis and assume the values are normally distributed.
Next, an independent samples t-test was conducted to see if there is a significance
difference in the two levels of means (Green & Salkind, 2017). In Table 5 below, the
group statistics indicate the results from the participants who worked remotely is (M =
3.30; SD = .56). Whereas the participants who continued to work on-site have the
following descriptive statistics, M = 3.21; SD =.588. In the independent Samples t-test,
t(503) = 1.43, (one-tailed) p =.076. This statistic shows there is not a statistically
significant increase in scores from the participants who work remotely versus work onsite therefore the null hypothesis is failed to be rejected. The confidence interval between
scores for participants who worked remotely or worked onsight is calculated at 95%
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confidence. This allows for a true value in the population for the interval with 95%
confidence. Table 6 shows a range of values which equates to a confidence interval.
Assuming a 95% confidence for mean, the score Lower Bound is -.033 and Upper Bound
is .216 (see Table 7). We are 95% confident that the true population mean scores of the
remote workers and on-site workers will fall between -.033 and .216 (see Figure 13).
Hypothesis 2
Hypothesis 2: Participants who have changed to remote working have a higher
FFMQ score than participants who have continued to work onsite.
H02: Participants who have changed to remote working have the same
FFMQ score than participants who have continued to work onsite.
In this analysis, the independent, discrete variable which are also the grouping
variables are a) working remotely and b) working on-site. The dependent variable is the
FFMQ score. A Shapiro Wilk normality test was run to test for normality of the
distribution. The Shapiro Wilk normality test will show if the dependent variable is
statistically significantly different from a normal distribution. An assumption of α = .05
was used as the level of significance (Green & Salkind, 2017). When looking at the
Shapiro Wilk normality test, p > .05 = normal distribution and p < .05 = do not assume
normal distribution (see Table 8 below). In reference to Table 9 below for FFMQ Score p
= .391. Therefore, we will fail to reject the null hypothesis and assume the values are
normally distributed because the FFMQ p-value is insignificant.
Next, an independent samples t-test was conducted to see if there is a significance
difference in the two levels of means in H1. In Table 11 below, the group statistics
indicate the results from the participants who worked remotely M = 132.79; SD = 16.56,
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the participants who continued to work on-site, M = 127.64; SD = 18.49. In Table 8 the
Levene’s test of equality of variances show p = .272 (nı = 405 and n2 = 100) which means
the data meets the equality of variance assumption (Green & Salkind, 2017). The
independent samples t-test results show t(503), 2.72, (one-tailed) p = .0035. This statistic
shows there is a significantly higher FFMQ scores from the participants who work
remotely or work on-site such that remote workers scored higher on the FFMQ than the
on-site workers. The confidence interval between scores for participants who worked
remotely or worked onsight is with a 95% confidence level. This allows for the true value
in the population for the interval. Table 10 shows a range of values which equates to a
confidence interval (Green & Salkind, 2017). Assuming a 95% confidence for mean, the
score Lower Bound = 130.28 and Upper Bound = 133.26. There is a 95% confident true
population mean scores of the remote workers and on-site workers will fall between
130.28 and 133.26 (see Table 10).
Hypothesis 3
Hypothesis 3 Alternative: There is a positive relationship between FFMQ and
WLB scores.
H03: There is no relationship between participants scores on FFMQ and
scores on WLB.
This hypothesis has two quantitative variables with FFMQ score as the predictor
variable. An assumed alpha level of α = .05 will be used to test for significance (Green &
Salkind, 2017). A Shapiro Wilks test was run to for normality of the distribution. The
Shapiro Wilk normality test will show if the independent variable and dependent variable
are statistically significantly different from a normal distribution (Green & Salkind,
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2017). From previous results we know that WLB: p = .075; FFMQ: p = .391 can assumed
to be normally distributed (see Table 12).
Next, a Pearson’s correlation was run to evaluate the strength and direction of the
relationship between WLB score and FFMQ score. There was a statistically significant,
moderate, positive relationship between FFMQ scores and WLB scores, r (503) = .482,
(one-tailed) p < .001 (Green & Salkind, 2017). When considering the assumed alpha level
of α = .05 for Ho3, we reject the null hypothesis in conclude this sample gives sufficient
support for the alternative hypothesis. As scores on FFMQ increase the scores on WLB
increase. In reference to figure 15, r2 = .233, or FFMQ explains 23% of the variance in
WLB, leaving 77% unexplained.
Hypothesis 4
Hypothesis 4: Participants who report working remote and educating their
children at home due to COVID-19 will have the highest scores of FFMQ.
H04: Participants who report working remote and educating their children
in home due to COVID-19, have no relationship with FFMQ.
In this analysis, the independent variables were two binary values indicating a)
whether the participant educated their children at home during COVID-19, and b)
whether they worked remotely versus on-site. The dependent variable is the continuous
FFMQ score. To investigate H4 a regression analysis was conducted. To determine the
relationships between the predictor variables and FFMQ the variable work remote and
educate their children is explored by a two-factor ANOVA was performed to assess the
ability of work remote and educate their children to assess the score of the FFMQ (Green
& Salkind, 2017). In Table 15 below you can see there is no statistically significant
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difference between FFMQ and work situation (p = .234), but there is a statistically
significant effect between participants who homeschool versus did not homeschool
during the COVID-19 pandemic (p = .002). The main effect of work remotely was not
significant, F (1, 501) = 1.41, p = .234, ηp2 = .003, but the main effect of educate their
children, F (1, 501) = 9.76, p = .002, ηp2 = .390 was significant such that the participants
who educate their children in home scored higher on FFMQ survey (M = 136.28) than
participants who did not educate their children at home (M = 128.59) (see Table 16).
Hypothesis 5
Hypothesis 5: Participants who report working remotely and educating their
children in home due to COVID-19 will have the lower scores of WLB than all other
groups.
H05: There are no differences in the groups for WLB.
In this analysis, the independent variable is educating their children in home and
a) work remote and b) work on-site which is considered a discrete variable. The
dependent variable is the WLB score. To investigate H4 a regression analysis was
conducted. The two predictor variables are educating their children and working
remotely, and the outcome was WLB score. In order to determine the relationship
between the response variable and the predictor variables work remote and educate their
children a regression analysis was performed (Green & Salkind, 2017). In Table 18
below there are no significant main effects: homeschool or work situation p = .552 and p
= .720, respectively. However, the analysis revealed a significant interaction between the
work situation and homeschooling p = .011; F (1,501) = 5.18, p = .011, ηp2 = .010.The
interaction effect of educate their children in home and work situation were significant
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such that the effect of the participants who educate their children in home varied
significantly when participants worked remotely. Remote workers scored higher on the
WLB, F (1, 501) = 5.18, p = .011, ηp2 = .010 (see Table 19).
Summary
The purpose of this study was to explore the various predictor variable and their
relationship on WLB or FFMQ scores and how FFMQ as a predictor variable for WLB
scores. The data collection yielded N = 505 and was sufficient for the analysis and
exceeded the priori sample size of 387. This chapter summarizes the key results.
The first null hypothesis failed to be rejected with regards to the variables work
situation (work remote or work on-site) and WLB scores. There was a significant
difference in WLB scores for those who work remotely versus those who worked on-site,
t(503), = 1.43, p = .076 (one-tailed) (see Table 6). Thus, the results show the participants
who work remotely did not score higher on the WLB questionnaire than those who work
on-site.
The second null and alternative hypothesis explored the relationship between
work situation and FFMQ scores and indicated to reject the null hypothesis in favor the
alternative hypothesis t(503), 2.72, p = .0035 (one-tailed). The results indicated there was
a significant difference in FFMQ scores and work situation such that remote workers
scored higher on the FFMQ than those who work on-site.
The third null and alternative hypothesis explored the relationship between FFMQ
and WLB scores with FFMQ scores as the predictor variable. The strength and direction
of the relationship was evaluated and indicated there is a statistically significant positive
relationship between FFMQ and WLB, r (503) = .482, p < .001. The null hypothesis was
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rejected in favor of the alternative hypothesis. The results revealed as scores on the
FFMQ increase scores on the WLB will increase (see Figure 14).
The fourth null and alternative hypothesis explored the relationship between the 2
predictor variables, work situation and homeschool (homeschool or did not homeschool)
and FFMQ scores. The results indicated no significance between work situation and
FFMQ scores, yet the results revealed a statistically significant between participants who
did homeschool versus did not homeschool during the COVID-19 pandemic F (1,501) =
9.76, p = .002, ηp2 = .390 such that the participants who homeschooled (M = 136.28)
during the COVID-19 pandemic scored higher on the FFMQ than those who did not
homeschool (M = 128.59) their children during this time (see Table 14).
The fifth null and alternative hypothesis explored the relationship between the 2
predictor variables, work situation and homeschool and WLB scores. The results revealed
an no interaction between work situation and homeschooling (p = .11) such that
participants who homeschool and worked remotely scored no different on the WLB
questionnaire, F (1,501) = 5.18, p = .011, ηp2 = .010 (see Table 18).
The research survey consisted of a demographic section as well as the FFMQ and
WLB survey. The survey yielded 877 surveys with 505 qualified surveys. Through
assessment of the data using SPSS 27.1.0 Data Editor an analysis of descriptive statistics,
Shapiro wilks test, Leven’s Test of Equality, independent samples t-test, Pearson’s
correlation, regression analysis, and 2-way ANOVA, allowed the data to be prepped for
an analysis which yielded several significant results. The results indicated, the
participants who work remotely scored higher on the WLB questionnaire than those who
work on-site, significant difference in FFMQ scores and work situation such that remote
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workers scored higher on the FFMQ than those who work on-site, The results revealed as
scores on the FFMQ increase scores on the WLB will increase, and participants who
homeschooled during the COVID-19 pandemic scored higher on the FFMQ than those
who did not homeschool. In Chapter 5 a further exploration of the results and what they
mean, how they compare, and their implications for organizations, personal lives, and
professional lives.
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CHAPTER 5: DISCUSSION
Overview
The purpose of this study was to examine participants during the COVID-19
pandemic and how the potential stressors of a change in work situation (working
remotely or working on-site) and homeschooling (did or did not homeschool) were
related to mindfulness and work-life balance. This exploratory analysis allowed for a
testing whether and to what extent mindfulness and work-life balance played a significant
role while the COVID-19 pandemic is spreading all over the world (Song, 2020).
Summary of Findings
There were five hypotheses’ tests. The test of H1 and H2, participants who
reported working remotely had higher WLB and FFMQ scores than those who reported
working on-site. For H3, the results revealed a positive correlation between FFMQ and
WLB scores. The test of H4 revealed that participants who homeschooled during the
COVID-19 pandemic scored higher on the FFMQ than those who did not homeschool.
The test of H5 revealed an interaction between work situation and homeschooling such
that participants who homeschool and worked remotely scored higher on the WLB
questionnaire.
Discussion of Findings
Conducting studies allows for an analysis of the data which can lead to finding
meaning in research such as this one. It also allows for a comparison and can lead to a
discussion of how the study contributes to our understanding of the constructs of the
study combining both a theological and secular viewpoint. By putting the data analysis
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into words, it allows for focus of what the study findings mean for society, organizations,
as well as personal and professional lives.
RQ1: What is the difference in self-reported work-life balance, as measured by the WLB
survey, between participants who work remotely and work on-site?
Hypothesis 1
Hypothesis 1: Participants who have changed to remote working have a higher
WLB score than participants who have continued to work on-site.
Hο1: Participants who have changed to remote working will have the same WLB
score than participants who have continued to work on-site.
For H1, the results were not significant. Thus, the participants who work remotely
scored did not higher on the WLB questionnaire than those who work on-site. This
finding has for organizations wondering whether they can continue running a business
with remote workers. It suggests that many workers may need to be brought back to job
sites in order to work effectively even when the economy has been greatly affected
(Bugra et al., 2020). This finding also has important implications for workers. Having to
make the big transition to working remotely during a pandemic could have both positive
and negative consequences for both sides of the work-life equation. When factoring in
this lack of significance, between WLB and working on-site, a closer look into WLB may
be needed. Being able to transition working remotely and the data output showing worklife balance does not increase, suggests that participants abilities to balance their personal
and professional lives while working remotely may come into question especially for the
organizations. The results are also relevant from a theological viewpoint. As participants
who are going through this lived experience during the pandemic, those who desire to
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continue to “Keep the Sabbath Day Holy,” (King James Bible, 1769/2020, Exodus 20:811) or to continue church lessons can see in these results that it is possible to implement
ideas to reach their goals.
RQ2: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants who work remotely and work on-site?
Hypothesis 2
Hypothesis 2: Participants who have changed to remote working have a higher
FFMQ score than participants who have continued to work onsite.
Hο2: Participants who have changed to remote working have the same
FFMQ score as participants who have continued to work onsite.
For H2 the results indicated a significant difference in FFMQ scores and work
situation such that remote workers scored higher on the FFMQ than those who work onsite. Just like with H1, having to work remotely during the COVID-19 pandemic does not
necessarily have a negative effect on workers (Sismondo, 2020), and in fact the results of
H1 and H2 combine to suggest that changing to remote work has positive impacts on
important aspects of mental health. H2 results show that remote workers score higher in
mindfulness than those who worked on-site. In the article, COVID-19’s devastating
impact on children (2020), it states for every 10 workers, 6 are now working remotely.
Adding this research on parents provides a more complete understanding of the
pandemics impact on families. In Proverbs 18:15, it states “An intelligent heart acquires
knowledge, and the ear of the wise seek knowledge (King James Bible, 1769/2020,
Proverbs 18:15).” When combining a theological and a secular viewpoint, it is easy to see
there is room for error and there is room for success with regards to work-life balance and
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mindfulness. Conducting the present research is an act of seeking knowledge. Then
through this understanding of the pandemic one begins to see some light in a dark
situation.
RQ3: What is the relationship between FFMQ and WLB?
Hypothesis 3
Hypothesis 3 Alternative: There is a positive relationship between FFMQ and
WLB scores.
Hο3: There is no relationship between participants scores on FFMQ and
scores on WLB.
For H3 the results indicated as scores for mindfulness increase so too do the
scores on work-life balance. This is an important element to show the significance of
mindfulness in our everyday lives and especially during a pandemic. During the COVID19 pandemic, there were new initiatives to help decrease the spread of the virus on a
weekly basis (CDC, 2020). Being mindful to the needs of one’s professional life and
personal life needs and combining it with the information about the pandemic pouring in
from the county, state and national headlines is important as a citizen and a human being
to be socially responsible while living through the pandemic. In the scriptures they teach
us in 2 Timothy 1:7 “For God hath not given us the spirit of fear; but of power, and of
love, and of a sound mind (King James Bible, 1769/2020, 2 Timothy 1:7).” This scripture
connects directly to the results of H3. Having self-control means also having the level of
mindfulness which leads to developing self-control. Whether trying to have self-control,
loving more, being a better person or worker being about to thoughtfully process what is
needed to meet these goals requires a higher level of mindfulness that God has promised
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us (King James Bible, 1769/2020, John 14:27). Using this research to improve personal
or professional initiatives is one of the purposes of why research is conducted. Knowing
an increase in mindfulness can lead to an increase of work-life balance shows us the
importance of being always mindful not just during a pandemic but during our everyday
lives.
RQ4: What is the difference in self-reported mindfulness, as measured by the FFMQ,
between participants working remotely and homeschooling their children?
RQ5: What is the difference in self-reported mindfulness, as measured by the WLB
survey, between participants working remotely and homeschooling their children?
Hypothesis 4 and 5
Hypothesis 4: Participants who report working remotely and educating their
children at home due to COVID-19 will have the highest scores of FFMQ.
Hο4: Participants who report working remote and educating their children
in home due to COVID-19, have no relationship with FFMQ.
Hypothesis 5: Participants who report working remotely and educating their
children in home due to COVID-19 will have the lowest scores of WLB than all other
groups.
Hο5: There are no differences in the groups for WLB.
The test of H4 revealed participants who homeschooled during the COVID-19
pandemic did not score higher on the mindfulness survey than those who did not
homeschool. However, the results did show there is a significant difference in
homeschool verses did not homeschool. The participants who did homeschool in general,
did score higher on the mindfulness questionnaire. The test of H5 revealed that there was
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a difference in participants who homeschooled and worked remotely. This effect revealed
that those who homeschooled and also worked remotely scored higher on the WLB
survey. Knowing participants who homeschool scored did score different on mindfulness
and participants who homeschooled and worked remotely scored were significant in
work-life balance, has implications for three domains: personal, professional, and
organizational. By better understanding these interactions, it allows for a range of
proactive thoughts, behaviors, and action to successfully pursue personal, professional,
and organizational goals (Frese & Fay, 2001). For organizations to hold their workers
responsible for their goals and for participants to hold themselves accountable for their
personal and professional goals while working remotely due to the COVID-19 pandemic,
takes a combination of mindfulness and work-life balance (Den et al., 2020). In Proverbs
12:24 , “The hand of the diligent shall bear rule: but the slothful shall be under tribute
(King James Bible, 1769/2020, Proverbs 12:24).” In life we have a choice to be mindful,
diligent, or slothful in any given situation. The differences are mindful actions (in both
personal and professional areas) which lead to goal attainment or failure (Trevena et al.,
2017). Either way, in order to thrive during the global pandemic, you have a choice to be
a willing, mindful participant continually balancing your work and life or as the scripture
says you can force your way through with thoughtlessness. Knowing this component of
homeschooling has a relationship with mindfulness and work life balance open doors for
many more solutions and possibilities for organizations and their employees.
Theoretical Implications
The effects of the COVID-19 pandemic have become an important topic. For
organizations and workers and those who homeschool, knowing the impact on both
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personal and professional lives is essential to be able to cope with the situation (CDC,
2020). First and foremost, the results suggest that organizations can offer more remote
work opportunities even in a non-pandemic situation because remote workers scored
higher on the work-life balance and mindfulness questionnaires. Having a higher worklife balance and both internal and external mindfulness, has many implications on
personal and professional lives (Sheldon et al., 2015). With the different facets that cause
pressure from many directions, the knowledge this research provides calls for initiatives
to help further the success of both remote workers, on-site workers and those who
homeschool. The implications are not only for personal and professional lives, but it also
includes organizations and the world market. The initiatives can include the call for our
politicians to normalize working remotely, normalize remote schooling and/or doctor
visits, as well as organizations to have confidence in their workforce as they request them
to switch or continue to work remotely. The initiatives can also be individual, to find
ways to continue to maintain a personal WLB and awareness of mindfulness. As we can
better understand how the COVID-19 pandemic is affecting our entire society,
researchers can refine their research to help give us more clues on how to adapt to thrive
during such a traumatic time. In the Bible (King James Bible, 1769/2020, Joshua 1:9)
Christ teaches us, “Be strong and courageous. Do not be afraid or discouraged for the
Lord your God is with you wherever you go.” This research combined with the verse
from Joshua 1:9 shows us that no matter the work situation, or family dynamics, you can
still be not only physically and spiritually strong but have a strong work-life balance and
a high level of mindfulness. More importantly what should be taken away from these
findings is hope. Hope for a better future of work, and hope for researchers to continue to
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research the consequences of the COVID-19 pandemic in order to build on the positive
consequences and rectify the negative consequences.
Theoretical Limitations
Just like in all research, there are natural, anticipated limitations of which to be
mindful. Yet, Eyisi (2016) noted in his work the quantitative approach is easily
generalized and easy to replicate for future researchers. There are a few specific
limitations in this study worthy of noting. First, the study assumes the participants are
able to adequately be able to translate their introspection throughout the survey.
Secondly, the basis of data gathering was through a survey. With self-report surveys,
there can be participant bias on any or all of the answers. In addition, there is also the
basic limitation of the participant not understanding what is being asked in the survey.
Amazue and Onyishi (2015) suggest that participants’ educational level additional
limitation may produce some limitations of data quality. Furthermore, a limitation is if
the participants have a lack of understanding the scale used in the survey. In James 1:2-4
states, “My brethren, count it all joy when ye fall into divers’ temptations; knowing this,
that the trying of your faith worketh patience. But let patience have her perfect work, that
ye may be perfect and entire, wanting nothing (King James Bible, 1769/2020, James 1:24).” And let steadfastness have its full effect, that you may be perfect and complete,
lacking nothing.” With these theoretical limitations it leads to the importance of future
researchers to be mindful of the previous testing process. Just like in James 1:2-4,
researchers can learn from the limitations of this study to help perfect the process when
replicating the study.
Recommendations for Future Research
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Recommendations for future researchers that emerge from the findings of this
current study are numerous especially with the facet of the COVID-19 pandemic as an
element. The first recommendation to consider is the possibility of collecting pre, during
and post data there would be an opportunity to compare the affects to see if WLB and
mindfulness increased, decreased, or remained the same between pre-COVID, during
COVID and post-COVID. This would allow for a deeper understanding and comparison
of the effects of stressful events like a pandemic. A further recommendation would be to
be more specific in the questions for the demographic section including more variables to
be able to see any correlations. An additional recommendation would be to include an
open-ended; life narrative element where the participants can describe in their own words
what their thoughts are with respect to the study variables. One question researcher can
ask is the experienced WLB or mindfulness experienced at the expense of the employer.
A final recommendation is found in Fisher’s (2009) article, Beyond Work and Family. If
future researchers look beyond the specific variables and ask “why” there is a possibility
for further understand of the interaction of the variables.
Summary
Using our knowledge and understanding of the effects of the COVID-19
pandemic in this study and studies like it allows for a greater focus of the importance of a
work-life balance and being mindful in our personal and professional lives. The results
showed not only did those who homeschooled their children during the COVID-19
pandemic have higher scores for work-life balance and mindfulness but the participants
who also worked remotely scored higher on the two scales respectively. The study took
the data one step further to discover those who homeschooled their children and worked
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remotely scored higher on the work-life balance survey. Most notably the data showed
that as the score on mindfulness increase so too did the work-life balance score and when
there is a homeschool component in the participants personal life, there are higher WLB
and mindfulness scores.
When factoring in the COVID-19 pandemic, the implications reach far and wide.
Any research that can help further the understanding of the effects of the pandemic on the
global market down to how we educate our children leads to better initiatives to combat
the negative effects and further initiatives to maintain the positive consequences of the
COVID-19 pandemic. This study seems inconsequential on a grand scale, but it provides
a path to see key findings to help with future research about the positive and negative
consequences the COVID-19 pandemic has on both our organizational work-life and
personal lives.
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APPENDIX A: DEMOGRAPHIC QUESTIONS
1. Are you at least 18 years old?
__Yes
__No
2. Have you been employees in the last 18 months?
__Yes
__No
3. Did you homeschool your children during the COVID-19 pandemic?
__Yes
__No
4. What is your gender?
__Female
__Male
__Other; Not Listed
5. What is your highest level of education?
__Highschool
__Associates Degree
__Bachelor’s degree
__Master’s degree
__Doctoral Degree
__Some College
6. During the COVID-19 pandemic, what was your church situation?
__Continued on-site
__Switched to church via electronic service
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__Switched to in home church lessons
__Does not apply to me
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APPENDIX B: Work Life Balance and Mindfulness Survey

1
2
3
4
5

I come home from work too tired to do the things I would like
to do.
My Job makes it difficult to maintain the kind of personal life I
would like.
I often neglect my personal needs because of the demands of
my work.
My personal life suffers because of my work.

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

I have to miss out on important personal activities due to the
amount of time I spend working.
My personal life drains me of the energy I need to do my job.

1 2 3 4 5

My work suffers because of everything going on in my personal
life.
I would love to devote more time to work if it weren’t for
everything, I have going on in my personal life
I am too tired to be effective at work because of things I have
going on in my personal life.
When I’m at work, I worry about things I need to do outside.

1 2 3 4 5

I have difficulty getting my work done because I am
preoccupied with personal matters at work.
My job gives me energy to pursue activities outside of work
that are important to me.
Because of my job, I am in a better mood at home.

1 2 3 4 5

1 2 3 4 5

16

The things I do at work help me deal with personal and
practical issues at home.
I am in a better mood at work because of everything I have
going for me in my personal life.
My personal life gives me the energy to do my job.

17

My personal life helps me relax and feel ready for the next day.

1 2 3 4 5

6
7
8
9
10
11
12
13
14
15

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

1 2 3 4 5
1 2 3 4 5

1 2 3 4 5
1 2 3 4 5

All the Time or
Always True

Frequently or
Often True

About Never or
Very Rarely
True
Sometimes true

PLEASE CIRCLE THE ONE NUMBER FOR EACH
STATEMENT THAT COMES CLOSEST TO REFLETING
HOW OFTEN YOU HAVE FELT IN THE PAST THREE
MONTHS

Never or Very
Rarely

Work Life Balance and Mindfulness Survey
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When I am walking, I deliberately notice the sensation of my
body moving.
I’m good at finding words to describe my feelings.

1 2 3 4 5

1 2 3 4 5

26

I criticize myself for having irrational or inappropriate
emotions.
I perceive my feelings and emotions without having to react to
them.
When I do things, my mind wanders off and I’m easily
distracted.
When I take a shower or bath, I stay alert to the sensations of
water on my body.
I can easily put my beliefs, opinions, and expectations into
words.
I don’t pay attention to what I’m doing because I’m
daydreaming, worrying, or otherwise distracted.
I watch my feelings without getting lost in them.

27

I tell myself I shouldn’t be feeling the way I’m feeling.

1 2 3 4 5

28

1 2 3 4 5

29

I notice how foods and drinks affect my thoughts, bodily
sensations, and emotions.
It’s hard for me to find the words to describe what I’m thinking.

30

I am easily distracted.

1 2 3 4 5

31

I believe some of my thoughts are abnormal or bad and I
shouldn’t think that way.
I pay attention to sensations, such as the wind in my hair or sun
on my face.
I have trouble thinking of the right words to express how I feel
about things.
I make judgements about whether my thoughts are good or bad.

1 2 3 4 5

I find it difficult to stay focused on what’s happening in the
present.
When I have distressing thoughts or images, I “step back” and
am aware of the thought or image without getting taken over by
it.
I pay attention to sounds, such as clocks ticking, birds chirping,
or cars passing.
In difficult situations, I can pause without immediately reacting.

1 2 3 4 5

When I have a sensation in my body, it’s difficult for me to
describe it because I can’t find the right words.

1 2 3 4 5

18
19
20
21
22
23
24
25

32
33
34
35
36

37
38
39

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
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1 2 3 4 5

42

It seems I am “running on automatic” without much awareness
of what I’m doing.
When I have distressing thoughts or images, I feel calm soon
after.
I tell myself that I shouldn’t be thinking the way I’m thinking.

43

I notice the smells and aromas of things.

1 2 3 4 5

44

Even when I’m feeling terribly upset, I can find a way to put it
into words.
I rush through activities without being really attentive to them.

1 2 3 4 5

When I have distressing thoughts or images, I am able to notice
them without reacting.
I think some of my emotions are bad or inappropriate and I
should not feel them.
I notice visual elements in art or nature, such as colors, shapes,
textures, or patterns of light and shadow.
My natural tendency is to put my experiences into words.

1 2 3 4 5

1 2 3 4 5

55

When I have distressing thoughts or images, I just notice them
and let them go.
I do jobs or task automatically without being aware of what I’m
doing.
When I have distressing thoughts or images, I judge myself as
good or bad, depending on what the thought/image is about.
I pay attention to how my emotions affect my thought and
behavior.
I can usually describe how I feel at the moment in considerable
detail.
I find myself doing things without paying attention.

56

I disapprove of myself when I have irrational ideas.

1 2 3 4 5

40
41

45
46
47
48
49
50
51
52
53
54

1 2 3 4 5
1 2 3 4 5

1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
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APPENDIX C: SCORING THE FFMQ
Scoring Information:
Observe items:
18, 23, 28, 32, 37, 43, 48, 53
Describe items:
19, 24, 29R, 33R, 39R, 44, 49, 54
Act with Awareness items:
22R, 25R, 30R, 35R, 40R, 45R, 51R, 55R
Nonjudge items:
20R, 27R, 31R, 34R, 42R, 47R, 52R, 56R
Nonreact items:
21, 26, 36, 38, 41, 46, 50
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APPENDIX D: WLB SCALE PERMISSION
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APPENDIX E: RECRUITMENT MESSAGE
Recruitment message used for e-mail and posted to social media platforms (ex.
Facebook)
Participants needed for doctorial research. 20-minute on-line survey
I need participants who would be willing to participate in my research. As a participant
you need only be 18 years or older to qualify. The survey is anonymous and can be found
at the link below.
I appreciate your time and attention.
Many thanks,
Christine Bush
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